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ABSTRACT 
  
Family businesses are prevalent in South Africa and throughout the world. 
Succession is one of the largest challenges facing family businesses. It has been 
estimated that only one third of family businesses survive to the second generation.  
 
This study attempts to determine what the main features are to promote successful 
family business succession and continuity. The family chosen for this research is the 
Venter family. 
 
The research has scaled the various influencing variables from the literature review 
into the following focus areas: relationships, conflict, vision, effective succession 
characteristics and continuity. 
 
The findings reflect many instances found in the literature, some are: individuals can 
manage themselves and have relationships with others; have the ability to resolve 
conflicts; have mutual support and trust; there is respect between the founder and 
successor; the business vision is clear; communication is open and clear and 
decisions are based on expertise and knowledge. Many other aspects are 
highlighted in the research that follows.  
 
In addition, the study attempts to identify the generational effects, the major 
characteristics of the family owned succession process and the views of the 
predecessors on the succession process and the post succession period. 
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CHAPTER 1 
 
INTRODUCTION 
1.1. BACKGROUND 
 
Globally, conservative estimates put the proportion of family businesses of all world- 
wide enterprises between 80 and 98 percent. More specifically in the United States, 
it is estimated that 37 percent of the Fortune 500 companies are family owned. In 
addition, they generate 49 percent of the US gross domestic product and employ 80 
percent of the country’s work-force (Ernesto, 2010:3). 
In the South African context, Balshaw (2003:26) highlights that general awareness 
and acknowledgment of the role that family businesses play in the South African 
economy is lacking. Furthermore, Balshaw states that out of the 1.42 million active 
businesses, 84 percent are family businesses. 
Succession is one of the largest challenges facing family businesses (Balshaw, 
2003:23, Kets De Fries, 1996:18). According to Venter and Boshoff (2007:42) the 
inadequate transfer of leadership and ownership from one generation to the next has 
been identified as one the primary reasons for lack of longevity amongst small and 
medium sized family businesses. 
As family businesses are a primary contributor to the economic and social well-being 
of all capitalist societies, their general lack of longevity is a cause for concern. It has 
been estimated that, internationally, only thirty percent of family businesses survive 
to the second generation (Venter, 2007:41; Balshaw, 2003:20; Lansberg, 1999:1).  
Literature (Ernesto, 2010:3; Allio, 2004) states that just a third of family businesses 
survive into the second generation, only twelve percent survive into the third 
generation, and a mere three percent operate at the fourth generation level or 
beyond. The aim of this study is to help reverse these statistics and to improve the 
longevity of family businesses. 
 2 
 
 
1.2. RESEARCH METHODOLOGY AND OBJECTIVE 
The research paradigm selected is an explanatory, single case study approach. 
Collis and Hussey (2003:68) define explanatory case studies as those in which 
existing theory is used to understand and explain what is happening. A single case 
study has been selected because it is most appropriate, as Yin (2003:39) explains 
one of the rationales for using a single case study is when the case represents a 
critical test of theory. The nature of this research topic lends itself to gaining an 
understanding of the succession process followed by Altron, which can be used to 
determine whether the theory is correct.  
Findings from existing literature and the questionnaire developed for this study will 
be used in order to answer the main research objective, which is: 
To determine what the main features evident in Altron and literature are to 
promote successful family business succession and continuity 
A comprehensive literature review was undertaken to support the main objective. 
This included a review of literature in the following areas: 
- Family businesses; 
- The different models used in understanding the nature of family businesses; 
- Family business advantages over non-family business; 
- Succession planning; 
- The succession process within Altron; and  
- Characteristics of successful successors. 
The literature study includes sources of information drawn from various libraries 
locally and nationally (including sources from University of Johannesburg) as well as 
the internet. 
The following sub questions must be addressed in order to solve the main research 
objective: 
- How do generational changes impact each other? 
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- What are the major characteristics of the family owned business succession 
process? 
- What are the views of the predecessors on the succession process and the 
post succession period? 
The research methodology will be discussed in chapter three. 
1.3. SIGNIFICANCE 
Family businesses constitute the backbone of the South African economy. It is 
imperative that this sector be kept healthy and well governed, as the wellbeing of 
South African society depends on family business (Venter, 2009a:24; Balshaw, 
2003:20). Given their importance to the South African economy and the vital role that 
family businesses play both socially and economically, it is critical that family 
businesses continue to grow and be successful (Venter, 2009:9). 
This study aims to identify successful attributes from literature and from the case 
study (from a succession aspect) to help promote family business continuation and 
prosperity in succeeding generations. 
1.4. OUTLINE OF THE STUDY 
The treatise consists of the following chapters: 
Chapter 1 provides a general introduction and discusses the background of the 
study, the objective of the study, the significance of the research, the study 
methodology, and the study outline. 
 
Chapter 2 explores family business literature holistically by reviewing the definition 
of a family business, the different models used in understanding the nature of family 
businesses and also how these models are used in relation to Altron. It is recognised 
that family businesses have a number of advantages over non-family business and 
that poor succession planning is a major factor in the continuity of family businesses. 
In addition, the challenges of succession planning, the succession process within 
Altron and characteristics of successful successors are also analysed. 
 
Chapter 3 discusses the overall approach used for the research process. The 
reasons for using a qualitative, single case study approach are also discussed. 
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Chapter 4 provides the research findings from the interview process. 
 
Chapter 5 concludes the study with recommendations. 
 
1.5. SUMMARY 
Chapter one dealt with the basic background to the study. It also provided the 
overview of the research methodology, the significance and outline of the study. 
The literature review presented in chapter two addresses the following topics: the 
definition of a family business; the different models used in understanding the nature 
of family businesses; the advantages family businesses have over non-family 
businesses; succession planning and continuity; the challenges of succession 
planning and the characteristics of successful successors. 
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CHAPTER 2 
 
LITERATURE REVIEW 
2.1. INTRODUCTION 
The purpose of this chapter is to explore existing literature to ascertain what has 
been written or published on this subject. The chapter puts into context what others 
have contributed to the study of the family businesses and places the contribution of 
this treatise in the context of past research (Collis & Hussey, 2003:84-85). 
The chapter starts by exploring the nature of family businesses, namely by defining a 
family business, and discussing family business models, the prevalence of family 
businesses in South Africa and the advantages and disadvantages of family 
businesses. 
The section following this focuses more specifically on family business succession 
planning. This section highlights succession planning as a key problem area in family 
businesses, the advantages of succession planning and the challenges of 
succession planning. 
The chapter closes by introducing the reader to Dr Bill Venter and Altron’s 
succession planning. The Venter family is the case study in this research. 
2.2. DEFINITIONS OF FAMILY BUSINESS 
Several authors suggest that more than one definition exists when classifying a 
family business (Holt, Rutherford & Kuratko, 2009; Distelberg & Sorenson, 2009:45; 
Venter, 2009a:6; Balshaw, 2003:24; Venter, 2003:5; Astrachan, Klein & Smyrnios, 
2002:45). Research conducted by Chrisman, Chua and Sharma (1999) reviewing 
over 250 papers in family business literature, found twenty one definitions of family 
businesses. It is noted that the process of defining a family business is complex and 
requires the use of various qualifying criteria. 
The criteria used to define family businesses include the percentage of ownership, 
the number of active family members involved in the management of the business, 
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voting control, the control over strategic direction, governance, the involvement of 
more than one generation in the family business, and the attitude of family members 
toward the business (Holt, Rutherford & Kuratko, 2009:77; Venter, 2009a:6; Casillas, 
Acedo & Moreno, 2007:18; Balshaw, 2003:24). 
Some definitions are narrow and others are broad (Venter, 2009a:6; Balshaw, 
2003:24). Balshaw (2003:24) provides a simple, broad definition in stating that a 
family business is one in which the family has some degree of control over the 
strategic direction of the business and that the intention is for the business to remain 
in the family. 
The definition used throughout this treatise is based on the definitions used by 
previous researchers (Holt, Rutherford & Kuratko, 2009; Astrachan, Klein & 
Smyrnios, 2002). As Balshaw’s definition makes clear, family businesses can 
ultimately be defined by the following criterion: the amount of influence the family 
exercises on the organisation.  
The amount of influence the family exercises on an organisation can be measured 
using the family influence index (F-PEC). The three important dimensions of family 
influence that should be considered are: power, experience and culture. These three 
dimensions, or subscales, form the F-PEC (Astrachan, Klein & Smyrnios, 2002:47). 
2.3. FAMILY BUSINESS MODELS AND APPROACHES 
Various models and approaches have been proposed to help understand the nature 
of family businesses (Venter, 2009a:10-17; Venter, 2003:58-62; Balshaw, 2003:49). 
For the purpose of this research, an overview of selected family business models 
and approaches will be presented. The intent of this overview is to make the reader 
aware of the existing and new models discussed in literature. 
One of the first approaches used to enhance the understanding of the nature of a 
family business is the life-cycle approach. Theoretically, businesses are thought to 
evolve through some type of life-cycle. In terms of the life-cycle approach, family 
businesses can prepare themselves for personal and organisational development 
tasks they will face in the future by considering families and business as dynamic 
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entities undergoing cyclical processes of birth, growth and decline (Balshaw, 
2003:48; Venter, 2009a:11). 
According to Venter (2009a:11) the dual system approach (figure 2.1) was 
developed by Tagiuri and Davis at Harvard University in early 1980. This framework 
was used for studying the relationship between the family and the business 
structures, by presenting the family and the business as overlapping, interacting and 
interdependent systems and for analysing both the family and the business as 
systems (Venter, 2009a:11).The dual system concept is also used as a basis for the 
analysis of complex organisational behaviour, strategy, competitiveness and family 
dynamics (Gersick, Davis, Hampton& Lansberg, 1997:5). 
Figure 2.1: Dual system model 
BusinessFamily
 
The dual system approach was then further elaborated by Tagiuri and Davis (1996). 
As a result, the three circle model emerged (figure 2.2) (Gersick et al. 1997:5).The 
three circle model of family business describes the family business subsystem as 
three independent but overlapping systems: business, ownership and the family 
(Venter, 2009a:13; Kets De Vries, Carlock, & Florent-Treacey, 2007:31; Balshaw, 
2003:49; Gersick et al. 1997:5). According to Venter (2009a:13) the three circle 
model of family business has been the primary conceptual model for family 
businesses for over a decade. The model views the family business as a complex 
system and proposes that the health of a family business relies on a parallel 
developmental process occurring in all three subsystems. 
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Figure 2.2: Three circle model 
Family
Ownership
Business
 
Source: Gersick et al. 1997:6 
The three circles model was further enhanced by adding development over time; this 
resulted into the three dimensional development model (figure 2.3). 
Figure 2.3: Three dimensional development model 
Maturity
Expansion/
Formalization
Startup
Controlling 
Owner
Sibling 
Partnership
Cousin 
Consortium
Young 
Business 
Family
Entering the 
business
Working 
together
Passing the 
Baton
Business Axis
Ownership Axis
Family Axis
 
Source: Gersick et al.1997:17 
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There is a separate developmental dimension for each of the three subsystems – 
ownership, family and the business. The ownership subsystem goes through its 
sequence of stages. The family subsystem has its own sequence and the business 
also progresses through a sequence of stages. The developmental progressions 
influence each other, but they are also independent. Throughout its life cycle, the 
business will take on a particular character defined by its three developmental points. 
As the family business moves to a new stage on any of the dimensions, it takes on a 
new shape, with new characteristics (Gersick et al. 1997:15-16).  
2.3.1. Three dimensional development model relating to Altron 
For the purpose of this treatise, special attention has been paid to the three 
dimensional model, with specific focus on succession. 
With reference to this model, it can be identified that Altron’s developmental stage is 
shifting between the ‘controlling owner’ and the ‘sibling partnership’ stage on the 
ownership axis. The controlling owner is represented by replacing the owner with a 
single successor from the next generation. On the family developmental axis, 
Altron’s developmental stage is moving between the ‘working together’ and ‘passing 
the baton’ stages. With regard to the family developmental axis, Altron is at the 
‘mature business’ stage. 
The key family issues arising at the ‘passing the baton’ stage are the elder 
generation’s disengagement from the business, the generational shift in leadership 
and the confrontation with death. The most common issue that emerges at this stage 
is the senior generation’s difficulty in leaving and the junior generation’s difficulty in 
waiting (Gersick et al. 1997:95). 
Furthermore, the increase in scale of the business means that more family members 
are connected to the company, either as share holders or employees. The business 
is becoming a central component of the family identity. In the sibling partnership 
stage, the company will face important organisational, strategic and psychological 
challenges. The company may find the transition from a company controlled by one 
person, to a more complicated organisation managed by many (Gersick et al. 
1997:154).  
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The theme for the sibling partnership stage is collaboration; it is a transition from the 
individualistic quest of a sole owner to the team effort required of a sibling 
partnership. A company that could be a ‘one person show’ at an earlier, less 
complex stage now becomes a partnership. Sibling owner/managers must find ways 
to run the business together and develop constructive working relationships with 
their young adult children. Family members of both generations must form 
cooperative and trusting relationships with key, non-family employees. Crucial skills 
needed for managers and family members at this stage are coordination, 
communication and planning (Gersick et al. 1997:154). 
More recently the three circle model was further developed into the four circle model 
by Ward (Ward 2004:27). The fourth circle represents the individual. Ward (2004:27) 
explains that the individual is clearly a subject that requires specific analysis, which 
justifies the author’s modification of the three circle model of the family business. 
Ward explains that each circle develops on the basis of different values and 
perspectives. The central circle, related to the individual, is characterised by 
personal reasoning, and that each individual can perform different functional roles in 
the other three circles as indicated in figure 2.3. 
Figure 2.3 Four circle model of family business 
Family
Individual
Ownership
Management
 
Source: Ward (2004:27) 
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With regard to the evolution of the four circle mode, it was further modified into the 
dynamic four circle model, which is predominately based on the three dimensional 
model (Ward, 2004:31; Gersick et al.1997). The dynamic four circle model 
introduces a time dimension to the classic three circle model, where each circle 
passes through a series of phases (Ward 2004:32). 
2.4. THE PREVALENCE OF FAMILY BUSINESSES 
As indicted previously, the proportion of family businesses of all world-wide 
enterprises are put between 80 and 98 percent. More specifically in the United 
States, family business have been estimated, that 37 percent of the Fortune 500 are 
family owned. In addition, they generate 49 percent of the US gross domestic 
product and employ 80 percent the work-force. The statistics in figure 2.6 indicate 
that family businesses make up a significant portion of the world economy (Ernesto, 
2010:3). 
Figure 2.6: Family business: The statistical story 
Family business constitute 80-98% 
of all business in the world's free 
economies 
Family business generate 49% 
of the gross domestic product 
(GDP) in the United States 
Family business generate more 
than 
75% of the GDP in most other countries 
Family business employ 80% of the U. S. workforce. 
Family business employ more than 75% 
of the working population around 
the world. 
Family business create 86% 
of all new jobs in the United 
States. 
A total of 37% 
of Fortune 500 companies are 
family controlled. 
A total of 60% 
of all publicly held U. S. companies 
are family controlled. 
   
Number of family-owned 
businesses in the United States: 
17 million 
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Number of U. S. family-owned 
businesses with annual revenues 
greater than $25 million 
35,000 
 
Family business out performance 
of non-family business in the 
United States: 
6.65% annually in return on assets 
(ROA) 
10% in market value. 
Family business out performance 
of non-family business in Europe: 
8%-16% annually in return of 
equity (ROE), depending on the 
study.  
Family business out performance 
of non-family business in Latin 
America (Chile). 
8% annually in return on assets 
and return on equity. 
 
 
Source: Ernesto, 2010:3 
 
Balshaw (2003:26) highlights that general awareness and acknowledgment of the 
role that family businesses play in the South African economy is lacking. 
Approximately two million small businesses operate in South Africa, making up 98 
percent of the total number of businesses in the country (Venter, 2009a:3). Balshaw 
(2003:26) indicates, from information sourced from the South African Department of 
Trade and Industry (DTI) and South African Revenue Services (SARS) 2002, that 
out of the 1.42 million active businesses, 84 percent are family businesses. 
Family businesses constitute the backbone of the South African economy. It is 
imperative that this sector be kept healthy and well governed, as the wellbeing of 
South African society depends on family business (Venter, 2009a:24; Balshaw, 
2003:20).  
Entrepreneurial enterprises are growing at an increasing rate. The increase in 
entrepreneurial ventures will not only mean more family businesses, but will also 
further the growing awareness of the vital importance of entrepreneurial and family 
businesses for economic development (Kets De Fries, 1996:3). 
As family businesses are a primary contributor to the economic and social wellbeing 
of all capitalist societies, their general lack of longevity is a cause for concern. It has 
been estimated that, internationally, only 30 percent of family businesses survive to 
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the second generation (Venter, 2007:41; Balshaw, 2003:20; Lansberg, 1999:1). 
Literature (Ernesto, 2010:3; Allio, 2004) states that just a third of family businesses 
survive into the second generation, only 12 percent survive into the third generation; 
a mere three percent operate at the fourth generation level or beyond. While an 
estimated 40 percent of family businesses will change leadership over the next five 
years, more than half of their CEOs aged 61 or older have not prepared succession 
plans. 
Given their importance to the South African economy and the vital role that family 
businesses play both socially and economically, it is critical that family businesses 
continue to grow and be successful (Venter,2009a:9). 
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2.5. THE ADVANTAGES OF FAMILY BUSINESSES 
An analysis of the literature suggests that family businesses have unique resources 
used to create competitive advantage; these are discussed below. 
Family firms outperform non-family firms (Ward, 2005:33; Ward & Kenyon-Rouvinez, 
2005:2; Venter, 2003:84). Timmons and Spinelli (2009:593) state that amongst the 
Fortune 500 companies, family-influenced companies consistently outperform non-
family businesses on annual shareholder return, return on assets, and both annual 
revenue and income growth. This is illustrated in figure 2.7. 
 Figure 2.7 Family vs. Non-Family Performance in the S & P 500 
 
Source: Timmons & Spinelli, 2009:594 
Ward and Kenyon-Rouvinez (2005) assert that family businesses are more 
diversified, vertically integrated and profitable than non-family businesses. Literature 
states (Ernesto, 2010:15; Ward & Kenyon-Rouvinez, 2005; Kets De Fries, 1996:14) 
that compared to publicly held companies, family firms tend to have a long-term view 
of their business. They are not fly-by-night operations playing for short term gains at 
the cost of long-term investments. Having their name on a product or building makes 
family business leaders conscious of their standing in the community, prompting 
them to guard their reputations jealously. 
 
0%
5%
10%
15%
20%
25%
ROA Shareholder
return
Revenue
growth
Income growth
Family
Non Family
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Family businesses normally allow for closer contact with management, are less 
bureaucratic, have a built-in trust factor with established relationships, and provide 
for hands-on training and early exposure of the next generation to the business 
(Lannarelli, 2010; Kets De Fries, 1996:14-18). 
According to Ernesto (2010:15), the overlapping responsibilities of owners and 
managers, along with smaller company size, enable rapid speed to market. Ernesto 
explains further that family firms may routinely be able to make decisions more 
quickly and therefore take advantage of opportunities that others miss. 
Kets De Fries (1996:14-18) reveals additional advantages, such as that family 
business leaders may have a different outlook with regard to their employees, 
customers and other important stake holders – an outlook that can positively affect 
the quality of their product. Family firms tend to be more resilient during hard times, 
given their greater willingness to plough profits back into the business. Family 
businesses have a greater certainty than publicly held companies with regard to 
what kind of leadership will prevail. The family spirit determines prevailing attitudes, 
norms and attitudes in the company, while the values that the family members 
express create a common purpose for employees and help to establish a sense of 
identification and commitment. In well-run family firms, the employees feel like part of 
the family and the atmosphere is much more caring than in publicly held 
corporations.  
In addition, the nature of the family-ownership-management interaction, family unity 
and ownership commitment, which support patient capital, lower administrative 
costs, skills/knowledge transfer across generations and agility in rapidly changing 
markets, are resources that create competitive advantage (Ernesto, 2010:15). 
Allio (2004) has identified the following key virtues in explaining why family 
businesses prosper. The first is loyalty – family firms boast a highly developed sense 
of loyalty to the core unit. Loyalty to the family impels many to drive harder, longer 
and to eschew self-serving actions for the common (family) good. The second is 
focus – successful firms usually maintain exceptional focus on their core business, or 
markets. By sticking to their knitting, successor generations capitalise on knowledge, 
relationships and infrastructure. The final virtue identified by Allio is speed – family 
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firms tend to move more quickly than traditional, bureaucratic firms. They often offer 
a relatively small set of decision makers (the family council), so decisions can be 
made swiftly, with minimal debate. 
2.6. THE CHALLENGES POSED BY FAMILY BUSINESSES 
Balancing the advantages discussed above, a number of challenges posed by family 
businesses have been identified by authors in this field.  
Succession is one of the largest challenges facing family businesses (Balshaw, 
2003:23; Kets De Fries, 1996:18). According to Venter and Boshoff (2007:42) the 
inadequate transfer of leadership and ownership from one generation to the next has 
been identified as one the primary reasons for lack of longevity among small and 
medium-sized family businesses. 
The effective handling of conflict is essential for the success of a family business. 
According to Lannarelli (2010), conflict, if not effectively resolved, can destroy the 
business, the family or both. Furthermore he adds that family communication, conflict 
with relatives and sibling relationships typically rank among the top ten concerns 
among family-owned businesses. 
Ward and Kenyon-Rouvinez (2005:4) state that the family and the business have 
their own needs and goals; each has its own life and own beliefs. These fundamental 
differences create opportunities for conflict in decision making regarding 
employment, compensation, inheritance and reinvestment.  
Family-owned businesses have a set of shared traditions and values that are rooted 
in the history of the firm. Depending on how they are viewed, deeply rooted traditions 
and values can be a positive or a negative influence. In a changing world, family 
businesses can honour their traditions if they realise they can be guides to selecting 
the best course of action when there is a recognised need for change (Lannarelli, 
2010). 
Balshaw (2003:78) highlights a number of problems which arise when dreams are 
not shared. Failure to formalise the business vision and be guided by it often leaves 
family members feeling unmotivated and unsure of their future within the family 
business. He also mentions neglect in revisiting the vision. Failure to review the 
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business’s values and vision generates perceptions that the business is stagnating 
and may result in family members each pursuing their own often contradictory 
strategies within the business.  
Additional issues that impede family businesses range from distrust, unresolved 
family and personal issues, dysfunctional relationships, poor communication, lack of 
commitment, no succession plan, the inability of the senior generation to let go, lack 
of tangible recognition, perceptions of nepotism, no unifying vision or dream in the 
family, open conflict, non-existent decision making and governance structures, lack 
of transparency and openness, concentration of power and information, failure to 
plan strategically, increased competition, ownership and management control, 
complexity of family continuity, lack of career freedom and different ownership roles 
(Balshaw, 2003:23). 
Allio (2004) points out further challenges faced by family businesses. In terms of 
decision making, the blind adherence to strategy or decision making based on the 
traditional business model is a common pitfall. In order to be successful, firms need 
to listen and respond rapidly to market dictates, not internally to mandated ones. The 
issue of rewards also requires attention since in many cases, the mechanics of 
bonuses and salary levels are hidden behind a veil of family privacy, a habit that is 
increasingly under fire in our pay-for-performance culture. The speed of decision 
making, described as a virtue previously, has a dangerous flipside: impulsiveness. 
The quickest response is not always the best. Family businesses may also suffer 
from myopia or tunnel vision, yet focussing on fewer opportunities is often linked to 
delivering greater returns on investment. Family firms can stumble, however, when 
they focus on the past instead of the present, or the future. Too much focus on the 
internal politics of a family firm at the expense of market perspective can lead to 
skewed judgement. In addition, family managers can make the mistake of placing 
tactics over strategy - forgetting to respect the boundaries in doggedly following the 
money (i.e. compulsive attention to day to day details). The company grows risk 
averse, short-term tactics become the order of the day, and strategic, longer-term 
thinking is abandoned. 
Finally, nepotism is a common problem in family business: senior managers often 
show remarkable capacity for turning a blind eye to the weaknesses of their sons 
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and daughters, welcoming family members regardless of their ability to contribute to 
the business (Allio, 2004:28; Kets De Fries, 1996:19). 
2.7. CHARACTERISTICS OF HEALTHY AND UNHEALTHY FAMILY 
BUSINESSES 
According to literature (Balshaw, 2003:77; Lansberg, 1999:75), prospering family 
businesses have the following attributes. They share dreams, goals and guiding 
principles, which are integrated into the family business strategy. All role players in 
the family business need to agree on the same vision and values for the business to 
avoid conflict. These values and principles are timeless, they do not change with 
trends and the passage of time. This timelessness is necessary to avoid becoming 
factional, insular and isolated as an individual family unit. Typical values espouse 
trust, fairness, putting the family first, integrity, stewardship, love, honesty and a 
shared religious heritage. 
Additional factors that are essential to family business success include mutual 
respect, the presence of good role models within the family, the ability not to take 
business issues personally, and the patience and ability to listen to others 
(Lannarelli, 2010). 
Hilburt-Davis and Gibb Dyer (2003:20) state that the following are features of a 
healthy family business: individuals can manage themselves and have relationships 
with others; the family has the ability to resolve conflicts with mutual support and 
trust; boundaries between work and family are appropriate and respected; 
knowledge is used wisely and isn’t blocked by unresolved relationship problems; 
communication is open and clear; individuals are flexible and able to use advisors 
wisely; the family has the ability to make decisions and move forward; the family is 
clear about goals and navigates toward the goals; the family has good direction and 
leadership; traditions are managed by rituals; intergenerational boundaries are 
appropriate and respected; knowledge is developed and mobilised as collective 
intelligence; the organisation and its members make use of knowledge to adapt to a 
changing environment and produce a sustainable, competitive advantage for the 
business; decision making is based on knowledge and expertise; responsibility and 
authority are balanced; leadership is spread throughout the company/family; 
succession is planned early; the mission and goals are clear; there is a functional 
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board of directors with outsiders on it and there is a sound plan for succession and 
transfer of ownership over the generations; the business uses family values in 
strategic planning; boundaries are porous and allow appropriate exchange of 
information between systems; each system uses goals and values to steer the 
course; and finally, individuals understand the core competencies of one another and 
of the company. 
2.8. SUCCESSION PLANNING 
2.8.1. Succession background 
Succession can be defined as a life-long process of planning and management that 
encompasses a wide range of steps aimed at ensuring continuity of the business 
through the generations (Aronoff, McClare & Ward, 2003:4). 
The most comprehensive succession planning systems accomplish two things: (a) 
they provide the process and structure for identifying and understanding the 
leadership talent in an organisation, and (b) they emphasize and facilitate ongoing 
learning and development for the organisation’s most talented leaders (Barnett & 
Davis, 2008:722). 
Succession reflects the sequential aspect of transition, as one thing needs to end 
and be “succeeded” by something new. Continuity refers to the part of the present 
world that needs to be preserved in the new era. Both succession and continuity are 
essential, in proper balance, in order to minimise the disruptive consequences of 
generational transition (Gersick et al.1997:95). 
2.8.2. Highlighting succession as a problem 
The existing literature on family business is dominated by discussions about the 
problems and pitfalls of succession. One problem that forms the core of the family 
business literature is intergenerational management succession (Tatoglu, Kula & 
Glaister, 2008). Succession planning and implementation is the ultimate challenge 
and test for family businesses as failure to plan for management and ownership 
succession is a major threat to the continuity of the family business where 
implications will be felt for generations (Venter & Boshoff, 2007:42; Balshaw, 
2003:103). 
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Barnett and Davis (2008:724) identify another disturbing trend amongst family 
businesses, namely that most leaders feel that their current succession planning 
efforts are inadequate. Studies have shown that 34 percent of the businesses rated 
their succession planning systems as being ineffective. Barnett and Davis mention 
from a study done, that two out of every five new CEOs failed in the first 18 months 
due to ineffective succession planning.  
According to Balshaw (2003:109) the primary reason for the demise of a family 
business is the failure to plan for ownership and management succession. Balshaw 
mentions that in a study of 800 heirs of recently failed family-controlled companies, 
the death of the founder precipitated the crisis in more than 75 percent of the cases. 
A number of trends, events and their likely implications cause organisations to take 
succession planning more seriously. In this regard, Barnett and Davis (2008:722-
723) note that demographic trends in the United States clearly point to the need for 
developing and retaining talent. The baby boom generation is entering retirement 
and dramatically lower numbers of employees populate the generation that will 
follow. Workers who are 45 years or older were expected to increase from 33 
percent to 40 percent of the workforce between 1998 and 2008. During the same 
time period, workers aged 25 to 44 years will shrink from 51 percent to 44 percent of 
the labour force; a decline of three million workers from the pool expected to replace 
the 17 million projected to reach retirement age.  
With reference to prevalent attitudes within different generations and their potential 
influence on the success of succession, Berchelmann (2005:11) points out that 
younger workers have different values and attitudes toward their jobs than their 
predecessors. At least four generations exist in today’s workforce, including 
generations X and Y. There are differences between these generations, but 
compared to the baby boomers, both appear to be more independent, more 
concerned with work-life balance, both want work that is more interesting and 
meaningful while also desiring greater independence and flexibility, and want more 
training and learning opportunities. They are also more technologically savvy than 
previous generations and tend to be more cynical or distrustful of their employers’ 
abilities to reward and retain them in the future. 
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Another succession threat that may influence the competitive advantage of the 
business is highlighted by Berchelmann (2005:11). There are concerns about 
retention and transfer of knowledge, as more and more of an organisation’s 
competitive advantage shifts to employee know-how. Workforce changes caused by 
demographic trends, retirements, mid-career changes and reorganisations will 
decrease the capacity organisations have for effective action, decision-making, 
efficiency, productivity, and innovation and growth - potentially leading to serious 
threats to an organisation’s competitive advantage. He also points out that where 
globalisation is increasing, this will require a greater supply of global leaders who 
have common organisational values (i.e. shared organisational assumptions, beliefs, 
and philosophies) and who can improve integration and alignment across 
geographies.  
2.8.3. The advantages of succession planning 
The following extracts in this section give insight into the benefits that successful 
succession planning has for a family business. 
Many business owners hope to accomplish more with their businesses than just the 
survival of themselves and their families. They desire a kind of immortality, to create 
or preserve something significant and strong enough to endure beyond their lifetime. 
Many leaders find that the succession process opens doors to that goal (Aronoff, 
McClare, & Ward, 2003:5). 
With regard to competitive edge, Tatoglu et al. (2008) state that successful 
succession can provide a family-owned business with a competitive edge over a 
non-family-owned business by enabling the continued use of accumulated, 
idiosyncratic knowledge amongst family members. The inside knowledge possessed 
by family members, coupled with their loyalty and trust, endows them with specific 
competencies and know-how required to run the business effectively and helps them 
to create the resources and capabilities required to generate a competitive 
advantage. 
Most organisations recognise that succession planning makes good business sense. 
Organisations recognise that good leadership matters and that sound succession 
practices can directly impact and strengthen leadership. The benefits include 
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providing leadership continuity, reducing employee turnover, increasing retention of 
key personnel and directly or indirectly improving business and financial results 
(Barnett & Davis 2008:723). 
Literature (Barnett &Davis, 2008:723; Kets De Fries, 1996:264) states that 
companies that have a succession plan tend to be more profitable after succession 
than companies that fail to create one. According to Kets De Fries (1996:264), to 
have a well-defined succession plan creates a sense of focus, clarifies expectations 
and reduces levels of anxiety. 
Rosenfeld and Friedman (2004:63) explain that in the event of an untimely death, 
disabling injury or a key role-player’s departure to take another position, if the 
company is not prepared to rapidly fill the gap with capable and respected personnel, 
the company can experience loss of momentum, disorganisation and political 
infighting and manoeuvring, leaving it vulnerable. Competitors sensing a leadership 
vacuum may seek to take advantage of the situation, putting the company at risk that 
it may lose customers or face the departure of other key personnel due to their 
uncertainty about the future direction of the business or disenchantment with the 
succession process. 
Furthermore, Tatoglu et al. (2008) assert that owners should be prepared to adopt a 
proactive approach towards succession. This is in order to transfer managerial and 
technical knowledge, to sustain the confidence of stakeholders in the business and 
to remove power conflicts within the family. 
2.8.4. Challenges facing succession 
A number of factors have been identified as affecting successful succession.  
Literature (Tapies & Ward, 2008:16; Kets De Fries, 1996) states that the relationship 
between successor and the founder should be sound. Furthermore Kets De Fries 
(1996:265) points out without a dielectric, the children do not develop their own 
personalities and do not become leading actors within the firm. If the dielectric turns 
out to be permanent conflict, it makes interpersonal communication extremely 
difficult and produces negative results for the firm. Trust, open communication and 
mutual support are primary. The leader and successor must be willing to explore 
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differences in opinion and to resolve these differences. In planning for succession it 
helps if a mentoring relationship develops between the family business owner and 
successor. In a mentor−protégé relationship, both parties can learn from one 
another. Such a relationship eases the owner’s gradual withdrawal from the business 
and gives the next generation ample time to learn. 
Cater and Justis (2009:112) further point out that the process of succession involves 
trust between the incumbent and the successor generations. Parents take some risk 
trusting that their children will perform honourably and successfully in the family firm. 
According to Rosenfeld and Friedman (2004:63) the CEO-in-waiting should work 
closely with the current CEO, observing and, when appropriate, participating in 
decision making processes, including importantly, observing the CEO’s management 
style. Rosenfeld and Friedman (2004) clarify that the successor does not have to be 
a clone of his/her predecessor, however it is to say that the successor makes 
decisions in the context of an established and respected corporate culture. 
In a study of the development of successors from followers to leaders and their 
approach to leadership, Cater and Justis (2009) identified six variables to help 
explain family business successor leadership. These attributes have a clear 
influence on the succession process. They are: positive parent-child relationships, 
knowledge acquirement, long term orientation, cooperation, successor role and risk 
orientation. 
Le Van (1999:25) lists the following seven factors that strongly influence the quality 
of a father-son working relationship:  
- Agreement on the formal process of their work relationship; 
- How much clarity and overlap exist in their mutual responsibilities; 
- The type and level of power exercised by each; 
- Similarities and differences in their objectives, activities, traits and work 
styles; 
- The degree of affection each holds for the other; 
- The costs and benefits each receive from working together, as measured 
against work expectations and alternatives; and, 
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- Their ability and willingness to send and receive messages. 
 
Sonfield and Lussier (2004:191), studying first-, second- and third-generation firms, 
state that first-generation family managers are entrepreneurs with special technical 
or business backgrounds necessary for the creation of the business, but the 
founder’s descendants face different challenges in their effort to maintain and 
enhance the business. Cater and Justis (2009:121) found that successors view 
themselves as managers or builders of the company, compared to the founders 
whom they perceived to be the pioneers. 
Sonfield and Lussier (2004) also highlight that conflict amongst family members 
increases with the number of generations involved. In addition, another issue of 
interest is the “generation shadow,” highlighted too by Cater & Justis (2009:111). 
They explain generation shadow as the inappropriate involvement of the founder 
causing a disruption in the firm, where the founder retains a significant role in the 
business even after the next generation has supposedly taken over.  
Brockhaus (2004:166) found that the selection criteria have become increasingly 
objective and that the following criteria are often used to evaluate a potential 
successor’s ability to meet the strategic plans of the business: education, 
technological skills, managerial skills and financial management skills. 
Succession is often regarded as an obligation to the past and not as an opportunity 
for the future. It is natural for a parent who has built up a successful company to 
pass it on to the next generation and that its legitimate that a parent influences 
children by leveraging on their aptitudes and by this means, leading them to commit 
themselves to the company. It’s absolutely wrong for a parent to force children to 
embark on studies and experiences aimed at facilitating their entry into the family 
business against their will, only for the purpose of perpetuating the past family 
history (Tapies & Ward 2008:13). 
Furthermore Tapies and Ward (2008:29) note that the critical success factor for 
continuance and performance of family firms is their ability to effectively engage the 
up-and-coming young members as responsible owners or constructive contributors 
to the running of the business. Brockhaus (2004:167) points out that of particular 
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importance is the level of interest of the junior generation. The offspring’s intentions 
to join or not to join the family business were significantly related to their individual 
goals, needs, skills and abilities.  
It is clearly stated in literature that succession should be viewed as a process and 
not an event (Tapies & Ward, 2008:14; Le Van, 1999:85; Gersick et al.1997:193). 
Transition of family leadership is a long process made up of a number of different 
phases. It starts with the children’s training and their introduction into the business, it 
continues with parents and children working together over a set period of time, and it 
ends with the children taking over. Seeing succession as an event leads to 
entrepreneurs failing to modify their roles over time. This behaviour can have a 
number of undesirable effects. For instance, the business can suffer from strategic 
and organisational delays that endanger its competitive and financial success. 
Another consequence is that sons and daughters may fall into a competence trap 
due to outdated ‘know-how’ built up by the entrepreneur. Finally, new managers who 
are hired from outside the family, tend to leave the company as soon as they find out 
that the effective exercise of their role is compromised by the conservative attitudes 
and behaviour of the entrepreneur and his/her collaborators who have been in the 
firm for decades (Tapies & Ward, 2008:14). 
According to Ward (2004:84) the business-owning family needs to develop a family 
code detailing how they are going to work together without parental authority to 
guide their behaviour. A family code is an agreement that states how family 
members will treat one another and how they will conduct themselves outside the 
family.  Ward explains further that a family code addresses questions such as: How 
will we work together? How do we handle communications? What should be our 
decision-making process be? How do we handle disagreements? And, how should 
we handle public relations and exposure to the public? In doing so, the family code 
helps the family express respect for the individual, protect one another’s dignity and 
rights and it makes families more conscious of the importance of effective 
communication.  
Aronoff, McClare and Ward (2003:9) emphasize that it is the business leader’s 
responsibility to initiate and oversee the succession process. For example, when the 
younger generation moves ahead with succession planning the process often stalls 
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because the senior generation does not buy into their vision. The author states that it 
works better when the incumbent leader sees it at his or her responsibility and 
follows through with thoughtful and timely action. 
Cullen (2005:224) has shown that successful succession is evidence of good 
parenting, strong family bonds and values, and the involvement of the children in the 
business from an early age. The decision that the first-born son should take over the 
business is one of choice and this has also attributed to the successful succession. 
Gaining experience outside the business is recommended by both Brockhaus (2004) 
and Kets De Fries (1996).  Brockhaus (2004:168) recommends three to five years in 
another business. Kets De Fries (1996:267) argues that this is essential for building 
one’s self esteem and acquiring a realistic sense of one’s abilities outside the family 
business environment. It is important that successors explore their career interests to 
the fullest so that they can prove to themselves and their associates that they are 
capable of making it on their own, and not simply because they have a family 
connection. 
It is also important that the succession plan is understood and accepted at the senior 
management level and beyond. There should be no surprises, no dashed 
expectations, no politicking and no destructive infighting. Once the course has been 
charted through the succession plan, it is imperative that the efforts of all personnel 
required to make the plan a success be wholly directed toward achieving that goal 
(Rosenfeld & Friedman, 2004:63). 
Kets De Fries (1996:265-270) asserts that another important factor in the successful 
transfer of power is the leader’s capacity for self-reflection. Too many entrepreneurs 
are single-minded and action-orientated, and too few pause to ask themselves what 
they are running for (or where they are running to). Furthermore, Kets De Fries 
(1996) states that truly effective executives know how to act and to reflect, they have 
a forward-looking mindset and thus they have a greater ability to dissociate 
themselves from business and pursue other interests, and are better prepared to 
assume the role of mentor to the next generation.  
 27 
 
Furthermore Kets De Fries (1996) quotes a German architect that once said “the 
mind is like an umbrella, it functions best when open.” He points out that it is 
important that the owner remains curious, maintains an open attitude towards life 
and the possibilities for the future will take the family entrepreneur a long way. When 
combined with a solid dose of humility, humanity, and humour, the destructive forces 
of envy, vindictiveness and rigidity are less likely to gain a hold on the firm. 
One of the greatest impediments to peaceful transitions is the senior leader’s fear of 
losing his/her “heroic stature” and “heroic mission”. Heroic stature is the position of 
power and status that sets top leaders apart from everyone else. Heroic mission is 
the sense of ‘specialness’ that comes with the leader’s conviction that his/her cause 
is noble and important, and that he/she is uniquely qualified to accomplish it (Gersick 
et al. 1997:95.). 
Additional factors that hinder the ability of the outgoing generation to ‘let go’ (Gersick 
et al.1997:96) include the fact that many senior members fear retirement as this is 
felt to be a certain precursor of failing health and a quick slide toward death. 
Brockhaus’s (2004:170) research supports much of what Gersick et al.(1997) has 
indicated above, asserting that the fear of losing control may result in the outbound 
leader neglecting succession planning because the firm has played such an 
important role in his/her identity. Brockhaus (2004) has suggested possible avenues 
for overcoming the founder’s resistance to change through succession; one is 
helping the founder to become more self-aware; another is for the founder to leave 
the old venture and start another (i.e. to become a pioneer on a new frontier). 
2.8.5. Guidelines for successful succession and continuity 
Various models, processes and checklists have been identified within the literature to 
ensure a successful succession and continuity; these aspects are explained in the 
sections that follow. 
2.8.5.1. Successful succession 
The succession planning model proposed by Gwiliza (2005:52) is a multiple step 
process. The first step is to set a strategy and plan the process. The second is to 
prepare the family and business for changes to come, which focuses on a common 
vision and shared values. The third step involves the training and mentoring of a 
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potential successor. The fourth step is to consider the financial security of the retiring 
owner as well as the issue of wealth distribution. The fifth step evaluates how the 
successor takes charge, and the sixth and final step suggests how the owner can 
manage to let go. Brockhaus (2004:169) has suggested a life cycle approach to 
describe succession which is similar to Gwiliza’s succession planning model. He 
distinguishes four stages; (1) a stage of owner management, where the owner is the 
only member of the family directly involved in the business; (2) a training and 
development stage, where the offspring learns the business; (3) a partnership stage 
between partner and son; and (4) a power transfer stage, where responsibilities shift 
to the successor. 
Aronoff, McClare and Ward (2003:5) state that the following can be used as a 
checklist for the planning process to help ensure family business continuity: 
- Develop children’s values and capabilities; 
- Create lifelong financial security for parents; 
- Finalise the family’s mission statement; 
- Finalise the owner’s estate; 
- Finalise the business’s strategic plan; 
- Select a successor; 
- Plan the successor’s personal development; 
- Assist other family members in mapping their career plan; 
- Transfer ownership and control; 
- Build a family team of owners; 
- Write a participation policy for family members; 
- Retain non family members; 
- Install outside directors; 
- Prepare for retirement; 
- Prepare a contingency plan for succession in crisis; and, 
- Develop a new management team. 
Following best practises is essential in achieving successful succession. Barnett and 
Davis (2008:722-728) have summarised best practises into four categories (a) the 
process overall; (b) talent identification and review; (c) feedback and development; 
and (d) measurement. Each category is summarised below. 
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Overall process: 
- Translate the business strategy into a talent strategy. This increases 
relevance as well as the chances that it will produce real benefits for the 
organisation; 
- Secure active involvement and support from the top; 
- Install a systematic and cyclical process of talent identification, review and 
development. Good succession planning cannot be a once-off or periodic 
event; 
- Succession planning activities are coordinated with the Human Resources 
department ; and, 
- Design simplicity and flexibility into succession planning system. 
Talent identification: 
- Succession planning is focussed on the talent most critical to the business 
future; 
- Succession planning spans several levels and is not replacement planning; 
and, 
- Formal criteria, usually a core set of leadership competencies, are used to 
evaluate candidates. 
Feedback and development:  
- Make the process transparent, communicate and provide feedback to the 
successor, openly and actively nurture their development and growth; and, 
- Employ diverse developmental experiences to increase leadership readiness. 
New or expanded job responsibilities or stretch assignments do the most to 
prepare individuals for future leadership roles, and coaching, mentoring and 
formal training are also useful. 
Measurement: 
- Establish measures of succession planning effectiveness. Evaluate the impact 
of succession on the organisation as a whole. 
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By reviewing the guidelines above it can be deduced that the common aspects in the 
various succession processes are: that it is a well thought out process; that one 
needs to develop a detailed plan; that a time table needs to be set for transitions and 
that the process must be continuously and closely monitored. 
According to Berchelmann (2005:11), downsizing has caused many organisations to 
eliminate the middle managers, traditionally the source of executive talent and 
development, leaving those younger managers without mentors and role models. 
External hiring is costly. Studies have shown that sixty five percent of senior 
managers recruited externally fail within the first two years. Berchelmann (2005) 
further points out that successful succession plans have certain elements in common 
such as: 
- Visible support from the CEO and all the members of top management; 
- Clearly identified leadership criteria; 
- A defined plan to find , retrain and motivate future leaders; 
- A simple, easy to follow, measurable process; 
- The use of succession planning to reinforce the corporate culture; 
- A process the focuses primarily on leadership development; and, 
- A process that is a real, organisational priority. 
2.8.5.2. Continuity 
Family business continuity describes the nature of the family business cycle as being 
one in which the first generation builds a success; second generation live like 
gentlemen and the third generation has nothing left. Balshaw (2003:20) depicts this 
cycle as ‘clogs to clogs’ or, as Ward (2005:15) expresses it, ‘shirt sleeves to shirt 
sleeves’. According  to Ward (2005:13) the reasons relating to this reality are: the 
company fails to stay on top of a changing business environment; estate and death 
taxes strip and defeat the business; the founder’s successor is often ill prepared, 
unmotivated, less interested in the business than their parent, and less hungry; as 
the family grows larger with each generation, different family members develop 
different interests, different values, different goals, different hopes and different 
expectations; or the environment created by one generation results in difficulties for 
the members of the next generation – hindering their ability to solve problems, 
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exacerbating conflicts among them, or stifling them and making them so frustrated 
that they leave. 
The goal of continuity challenges owners and managers to achieve change while 
maintaining enough stability to keep the enterprise successful in the short term. The 
quest for continuity requires that the enterprise adapt, through its vision and strategy, 
to the changing competitive dynamics that will predominate in the next generation. 
Since different generations may have opposing views about the best strategy, 
achieving continuity poses a challenge to intergenerational collaboration and 
accommodation (Ernesto, 2010: 293). 
In a recent study, Gwiliza (2005:82) concludes that balancing the family system and 
business system as well as succession planning are the key elements in enhancing 
the continuity of a family business. Furthermore, in order for the succession to be 
successful, the family business owner should set a strategy and plan the process 
according to the uniqueness of the family business. 
2.8.6. Profile of successful successors 
Ernesto (2010: 89) highlights the following characteristics of next-generation leaders: 
- They know the business well; ideally they like or even love the nature of the 
business; 
- They know themselves, (i.e. their strengths and weaknesses), having had the 
necessary outside experience and education; 
- They want to lead and serve; 
- They are guided by responsibility, by the previous generation, by advisors, 
and by a board of outside directors; 
- They have good relationships and the ability to accommodate others, 
especially if part of a successor team (siblings, in-laws, or cousins); 
- They can count on competent non-family managers in the top management 
team to compliment their own skills; 
- They have controlling ownership or can lead, through allies, as if they do; 
- They have earned the respect of non-family employees, suppliers, 
customers, and other family members; 
- Theirs skills and abilities fit the strategic needs of the business; and, 
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- They respect the past and focus their energies on the future of the business 
and the family. 
Wang (2004) identifies significant elements that differentiate effective from less 
effective successors. The findings suggest that the incumbent’s mentoring is 
correlated with successor effectiveness, better relationships with fathers, the 
incumbent is introduced to the business at a early age; and they began working full-
time in the business at an early age. 
In addition, Frankenberg (2010:20) points out four landmark characteristics for 
successful successors: integrity, innovation, competence and collaboration. Other 
researchers have cited integrity and commitment (Frankenberg, 2010:20; Cater & 
Justis, 2009:110; Brockhaus, 2004:168) as the most essential successor attributes.  
Successors must be committed to the well-being of the business and all its 
shareholders. Innovation means recognising that the business will not be sustainable 
if the successor runs it exactly the way the founder did. In order to beat the odds and 
to become a multigenerational family firm, the company will have to be reinvented by 
the second or third generation, as market conditions, technology and society are 
continually transforming. In terms of competence, the myth that the eldest son must 
inherit the kingdom is a relic of the past; businesses that survive and grow are those 
that choose the most competent leadership available. The skills required for a $30 
million company are very different from the entrepreneurial mindset needed to run a 
start-up. Collaboration is essential as soon as more than one family member is hired 
or owns stock. Furthermore, team building is needed to promote collaboration in 
developing new solutions, solutions that no one could have conceived alone 
(Frankenberg 2010:20). 
Huber (1999:117-122) highlights ten obstacles to deal with in family business 
succession planning. These are summarised as the following: 1) poor expression of 
feelings and wants, 2) differences are seen as a liability rather than an asset, 3) 
indirect communication, 4) entitlement, 5) scarcity, 6) history, 7) other-orientated 
regarding change, 8) control, 9) lack of forgiveness, and 10) lack of appreciation, 
recognition and love. Of the ten mentioned above, Huber states that lack of 
appreciation, recognition and love is the number one obstacle. The senior generation 
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desperately wants appreciation from their adult children, but they deny to their dying 
day that they need it. The younger generation has the same issue. They are still 
looking for recognition from their parents for their accomplishments and uniqueness. 
The feeling of not being recognised and appreciated underlies many of the problems 
in family-owned businesses. 
2.9. OVERVIEW OF THE ALTRON GROUP 
The purpose of this section is to introduce the reader to Dr Bill Venter and to provide 
a brief overview of the Altron Group, the case study for this research. The section will 
firstly describe how the group operates as a family business, and secondly, it will 
discuss the Altron’s succession planning and implementation. 
In 1965, at the age of 31, Dr Bill Venter founded Allied Electric. Over the last 45 
years, Allied Electric has evolved into the Altron group. Since 1965 the company has 
grown from 3 employees to 16000. Altron boasts annual revenues of 25 billion 
(2007/2008) (Venter, 2009:374). Altron is Southern Africa’s leading technology-
based family – owned enterprise (Venter, 2003:9). 
Before Dr Bill Venter founded Allied Electric, he was employed by a multinational 
company, International Telephone & Telegraph (ITT), a company focused on the 
telecommunications sector. After working for ITT for ten years, it became clear that 
he would never rise beyond his current position. Venter then went on to found Allied 
Electric (Pty) Ltd (Venter, 2003:17). 
Through various acquisitions over the years, Allied Electric has expanded its 
company portfolio in access of fifty subsidiaries, including companies in Europe and 
Africa. 
Venter (2007:17) mentions that his main driver of Allied Electric at the time was to 
create a company that could compete successfully with foreign controlled 
multinationals. Venter had deep concerns that very few South African – controlled 
technology companies existed at the time, thus enabling the telecommunications 
market to be exploited by multi-national foreign-owned corporations. These factors 
were the drivers that spurred him on to establish South Africa‘s first locally owned, 
high technology business. 
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Venter‘s (2003:XIV) dream was to provide South Africa with a measure of self-
sufficiency in the electronics, electrical and telecommunications industries.  
Venter (2007:17) mentions that at the early stages of the business development, the 
founder did not at that stage regard the company as a family business. However, the 
first signs of an entrepreneurial family business, nevertheless, began to take its 
roots. 
2.9.1. Altron group structure 
A brief overview of the Altron group is described below. This enables the reader to 
put into context the range of services, expertise, solutions, customers and products 
the group offers. The group is split into three divisions, namely, Altech (Allied 
Technologies Limited), Powertech (Power Technologies) and Bytes (Bytes 
Technology Group). The group structure of each division is detailed below in figure 
2.8 (Altron, 2010). 
Altech (Allied Technologies Limited) 
Altech as a high-technology telecommunications, multi-media and information 
technology (TMT) solutions group, focused on providing value-added products, 
services and solutions through the convergence of TMT, driven by market demand. 
Altech is committed to the pursuit of globalisation, through excellence, in all its 
chosen operations and will continue to relentlessly pursue its ambition to be a leader 
in every sphere in which it operates, whilst at the same time empowering and 
enriching its stakeholders (Altron, 2010). 
Bytes (Bytes Technology Group) 
Bytes Technology Group Limited (BTG) provides a broad range of products, 
technical skills and specialised services to support enterprise-wide IT infrastructure 
and telecommunications across Southern Africa and in the United Kingdom (Altron, 
2010). 
Powertech (Power Technologies (Pty) Limited) 
Powertech was established in 1978, through organic growth, exports and 
acquisitions become one of the leading suppliers of electrical and electronic 
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equipment in Southern Africa. Powertech consists of a large number of individual 
operations organised into five operating divisions - cables, transformers, batteries, 
industrial and system integrators - which specialise in the manufacturing and delivery 
of world class products, services, expertise and solutions to address diverse needs 
for electrical and power equipment in South Africa and beyond. Powertech is proud 
to be one of the top two suppliers in all its chosen markets – power infrastructure, 
large power users, mining, telecommunication, transport, building and construction 
(Altron, 2010).  
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Figure 2.8: Altron group structure diagram 
Allied Electronics Corporation (JSE 
listed) ( Altron)
Allied Technologies ( Altech)  (JSE 
listed)
Power Technologies (Powertech)  
Bytes Technology Group (Pty)  
(Bytes)
Power Electronics
Bytes Technology Group South 
Africa ( Bytes  SA)
Telecomminications and Wireless 
Communications
Multimedia and Electonics
Information technology and 
converged services
Telecommunications
Bytes Technology Group 
International Operations 
· Bytes Technology Group (UK)
· Bytes Botswana
· Bytes Namibia
· Bytes Mozambique
· Bytes Mauritius
· Xclusive Solutions
· Vantage Business Systems
· PlanFlow
· Bytes Document Solutions
· Bytes Communication Systems
· Bytes Specialised Solutions
· Bytes Managed Services
· Bytes People Solutions
· Bytes Outsource Services
· Bytes System Integration
· Bytes Healtcare Solutions
· NOR Paper
· Intelleca
· Cables de Comunicaciones (Spain)
· Technology Integrated Solutions
· CBI – electric Aberdare ATC
· Battery Technologies
· Rentech
· Powertech IST
· Aberdare Cables
· Alcobre Cables ( Portugal)
· Power Tech Transformers
· Desta Power Malta
· Powertech Batteries
· Powerbat ( Namibia)
· Dynamic Batteries ( UK)
· Tridonic.Atco SA
· Crabtree Electrical Accessories SA
· Strike Technologies
· Powertech Calidus
· Aberdare Mozambique
· Swanib Cables (Namibia)
· Aberdare Cables Asia
· Alcon Marepha· Altech Card Solutions
· Altech Data
· Altech Card tronic
· NamTech West Africa
· Altech Isis
· Altech Isis France
· Altech Stream East Africa
· Altech Stream (Rwanda)
· Integrated Technology Solutions
· Kenya Data Networks
· Swift Global
· Infocom (Uganda)
· Altech Technology Concepts
· Nupay
· Altech UEC
· Altech Media Verge Solutions
· Altech 3CTV
· ALtech Global Decoder Logistics
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· Altech Autopage Cellular
· Altech Super call Cellular
· Altech Mobile Direct
· Atech Mobile Express
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· ATech Netstar Fleet Solutions
· Altech Alcom Matomo
· Altech Alcom Radio Distributors
· Com Tech
· Fleet call
 
Source: Venter, 2009b: xvi  
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2.9.2. Family overview 
The Venter family consists of the following family members: Dr Bill Venter the 
founder, is acting non-executive chairman of Altron, Bytes and Powertech. The two 
older sons, Robbie and Craig are second generation. Robbie Venter is the Chief 
Executive Officer of Altron and Craig Venter holds the position as the Chief 
Executive of Altech. The two younger sons, Marc Venter and Blane Venter, are also 
second generation. Marc is part of the family business and is currently employed at 
Altech Netstar. 
Figure 2.9: Venter Family Genogram 
Bill Venter(78)
Robbie Venter (52, Son)
Craig Venter (50, Son)
Marc Venter (Son)
2 x Daughters, 
16 &12 years of 
age)
Leanne Schroeder 
(Daughter)
Penny  Venter (Wife)
Edith Venter (Former-
wife)
Jean Venter (Former-
wife)
1 x Son, two years 
of age
Blane Venter (Son)
Chella Farrow (Daughter 
from a previous 
marriage)
Sara Venter 
(Wife)
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2.10. SUCCESSION PLANNING WITHIN ALTRON 
The section that follows provides insight into the succession approach used by the 
Altron group. It is mostly based on the existing family business research done by Bill 
Venter, the founder. It highlights a carefully mapped out succession process that has 
resulted to this point, in a successful transition. 
In the early years, the founder was more concerned with building a global business 
and making South Africa self-sufficient in the advanced technology arena, than with 
succession. Over time, Venter realised the benefits of maintaining family control of 
the enterprise and saw the urgent need to groom a future successor (Venter, 
2003:30). 
In order for Venter to realise his vision, which was to build Allied Electric into a 
globally competitive company, he decided an oversees education was necessary for 
his two sons. His eldest son Robbie entered the University of California (UCLA) in 
1979. Craig followed suit a few years later. Venter saw this as an important piece of 
the template that would ensure continued control and good organisational 
performance in the family business. Both sons subsequently obtained MBA degrees 
in the USA (Venter, 2003:30). 
Venter did not put pressure on his sons to join the family business, despite their 
successful, business-related university careers. After completing his studies, Craig 
chose to return to South Africa to join the family business. Robbie decided to remain 
in the USA and subsequently became vice-president of a leading investment bank in 
the USA. Thereafter Robert joined Altron in 1990 (Venter, 2003:30). 
Venter believed that just having a formal education alone, did not qualify candidates 
for succession in high office. On-the-job learning and socialisation experiences were 
also needed. Venter chose the development of potential successors indirectly by 
influencing the responsibilities and the tasks assigned to the successors. This would 
allow the founder to influence and train the successors to hold leadership position 
through on-the-job training. Venter chose this approach to avoid industry observer 
outcries about nepotism, in doing this it enabled his successors to gain the respect 
within the company ranks (Venter, 2003:30). 
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Venter took an important element into consideration out of a need to avoid criticism 
of nepotism. From a moral point of view, the founder felt that his sons had to cut their 
teeth the hard way, by moving up the corporate ladder in the planned order. This 
would earn them the respect of their colleagues, the investment community and 
senior non-family management. Another important element is that the opportunity for 
advancement within the Altron group was to be considered on achievement and 
merit, rather than on birth right (Venter, 2003:31). 
Venter strategically, with advice from his top management, clearly mapped out the 
executive development of his two sons. He made sure that his sons reported to 
carefully chosen senior executives who had adopted the culture and values of the 
founder and more especially, the founder’s decision-making processes, leadership 
style, strategic planning and stakeholder relationships (Venter, 2003:31). 
In terms of job responsibilities each son was initially assigned to perform fairly low 
level duties in different group operating companies and reported to selected senior 
management executives (Venter, 2003:31). 
The founder felt that it was important that his family successor should not become a 
“me too” leader shaped in the image of the founder, but that he should absorb and 
embrace the values, culture and leadership tenets, which would enable him to cope 
with change. Venter ensured that his strategic legacy was versatile and open to 
broad interpretation by investors and executives at all levels. This enabled them to 
adapt to adversity and change in a positive and successful way (Venter, 2003:32). 
The next phase in the succession followed once the two sons had been placed into 
lower levels in the business where all practice and training required for successful 
management was introduced to them. This next phase was a senior managerial 
step, which required each son to personally practice vision, leadership, stakeholder 
and staff relations as well as fusion with government and other major customers. 
Each son was appointed middle-to-senior level management posts again reporting to 
a non-family executive. Robbie Venter became the CEO of Aberdare cables in 1993 
and in the same year, Craig Venter became Group Executive, responsible for 
Altech’s Industrial Group (Venter, 2003:32). 
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After some years had passed, Robbie and Craig were able to prove their 
management capabilities.  In the meanwhile, respect from the investment community 
and employees continued to grow. The need to succeed with the agreed objectives 
of their businesses was ingrained upon the founder’s sons, and the strong work ethic 
culture of Altron was continuously impressed on them. Venter mentions that this 
‘intellectual inheritance’ is considered to be one of the major issues that influences 
successful family succession (Venter, 2003:32). 
Venter goes on to mention that his ‘familial network’ is important as it creates and 
sustains competitive advantage. ‘Familial networking’ is the transfer of knowledge 
and capabilities more often by example, amongst the members of the family and is 
the tacit knowledge gained by the family members who are greatly influenced by 
their blood ties. Venter believes that if a successor had the same way of running the 
business as the founder, generation succession becomes less complicated and has 
a greater chance of success (Venter, 2003:32). 
Lastly, much time was devoted to the founder’s successors to develop 
entrepreneurial traits and to understand the founder’s legacy, constantly recognising 
that the legacy can have both negative and positive effects (Venter, 2003:32). 
At the age of sixty-five, Venter made a decision for a controlled management 
succession program with the major objective being the agreement on an acceptable 
procedure for the election of an incumbent for the CEO post and to agree on 
separate functions of the Chairman and the CEO. This procedure was taken to the 
Altron board. The board established that mandate be given to a committee that was 
responsible for the searching, selection of suitable candidates for the CEO position. 
Venter mentions that at no time was there pressure applied to the committee with 
regard to the choice of the family member, although it was aware that the succession 
training had been afforded to both sons (Venter, 2003:32). 
Four candidates were identified (Robbie and Craig included), three were within the 
group and one was from the outside. Formal extensive interviews with all candidates 
followed. After careful deliberation it was decide that the founder’s elder son Robbie 
Venter would be offered the position of CEO. At the time Robbie Venter was forty 
years old and Craig, thirty eight. The decision was unanimous and carried the 
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approval of the stakeholders, the employees and the board. It is important to mention 
that Craig, the youngest son, accepted the new status quo with grace and continued 
to manage the groups most profitable subsidiary Altech, reporting to his brother 
Robbie (Venter, 2003:34). 
2.10.1. Post succession period incorporated into the plan 
Due to the formal processes followed and the succession plan put into place, the 
major concerns during the selection process such as criticism of nepotism had been 
avoided. 
Once Robbie, was established in office, the chairman’s office was setup to foster 
onward guidance. The founder willingly relinquished his day to day duties and 
stepped into an advisory role with certain staff responsibilities such as corporate 
communications. Operational involvement was avoided and was only provided, if 
requested by the new CE (Venter, 2003:35). 
After a two year period, the Altron board reviewed the succession procedures taken. 
The board concluded that the succession strategy was a resounding corporate 
success. The success was obvious, from the results and stable share prices taken 
over this period. From the results the leader transformation process did not affect 
share price, thus this shows that the leadership transformation was a success 
(Venter, 2003:35). 
The following can be noted from the process followed. Firstly, it has been a lifelong 
process that has integrated and developed the family and the business. The family 
has prepared for succession and allowed the members to learn how to interact in 
constructive ways in order to take responsibility for the business. 
Ward and Kenyon-Rouvinez (2005:72) highlight that while family values are the 
fundamental glue, the decisions of who should participate in ownership and how 
ownership is structured will determine the future of the family business. It is evident 
that the succession in the Altron group has been influenced by the psychology and 
culture of the founder, through his intellectual inheritance passed down to his sons, 
which has helped ensure a successful final test for the family business. 
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Aronoff, McClare, and Ward (2003) point out an important ideal in owners, is that 
they take pride in creating or preserving an institution that can outlast them. Owners 
find great reward in assuring the continuity of an organisation that will foster a strong 
family identity and perpetuate the family’s values, goals and well-being in the next 
generation and perhaps for generations to come. 
It is evident that the process followed by Altron that this ideal is common in Dr Bill 
Venter’s vision, to have a company that will outlast him and continue to prosper. 
2.11. SUMMARY 
In this chapter, the researcher has attempted to explore family business literature 
holistically by reviewing the definition of a family business, the different models used 
in understanding the nature of family businesses and how the three-dimensional 
model is used in relation to Altron. It is recognised that family businesses have a 
number of advantages over non-family business and that poor succession planning 
is a major factor in the continuity of family businesses. In addition, the challenges of 
succession planning and characteristics of successful successors were analysed, 
and the process followed at Altron discussed as an example of successful 
succession planning and implementation. 
In the next chapter, the research methodology used in the research project is 
explained. The development of the questionnaire and how the research is to be 
conducted is also included in this chapter. 
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CHAPTER 3 
 
RESEARCH METHODOLOGY 
3.1. INTRODUCTION 
The aim of chapter three is to present the methods used to conduct the research. 
The methodology used in this study is qualitative. A single case study approach is 
adopted for this research. A questionnaire is developed comprising all relevant 
aspects identified by the literature review. The questionnaire is used to interview 
relevant personnel within Altron, as indicated in chapter one. 
3.2. RESEARCH METHODOLOGY 
Collis and Hussey (2003:55) state that methodology refers to the overall approach to 
the research process, from the theoretical underpinning to the collection and analysis 
of the data. Thus methodology is concerned with the following main issues: why you 
collected certain data, what data you collected, where you collected it from, how you 
collected it, when you collected it and how you will analyse it. 
The term paradigm refers to how the research should be conducted (Collis & 
Hussey, 2003:56). Literature states (Collis & Hussy, 2003:47; Leedy & Ormond 
2005:94) that there are two main research paradigms, known as quantitative and 
qualitative paradigms.  
The qualitative paradigm is concerned with qualities and non-numerical 
characteristics, while a quantitative paradigm is all about data that are collected in 
numerical form (Collis & Hussey, 2003:161).  
According to Leedy and Ormond (2005:94), qualitative research is typically used to 
answer questions about the complex nature of phenomena, often with the purpose of 
describing and understanding the phenomena from the participants’ points of view. 
Leedy and Ormond (2005:94) explain further that quantitative research is used to 
answer relationships among measured variables with the purpose of explaining, 
predicting and controlling phenomena. 
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According to Ritchie and Lewis (2003:5) the main feature of the qualitative paradigm 
is that the sample is small in scale. The data are of high quality and depth, and are 
often referred to as rich. In contrast, the quantitative approach uses large samples, 
and the data are highly precise and specific. 
Furthermore Leedy and Ormond (2005:96) agree with Ritchie and Lewis (2003:5). 
Rather than sample a large number of people with the intent of making 
generalisations, qualitative researchers select few participants who can best shed 
light on the phenomena under investigation. 
The research paradigm selected for this study is a qualitative paradigm, for the 
reason that the sample is a single unit of analysis. The type of qualitative paradigm 
followed, is an explanatory single case study approach.  
Collis and Hussey (2003:68) define explanatory case studies as those in which 
existing theory is used to understand and explain what is happening. Yin (2003:39) 
explains that there are five rationales for using a single case study: when the case 
represents (a) a critical test of theory, (b) a rare or unique occurrence, (c) a 
representative or typical case, or when the case serves a (d) revelatory or (e) 
longitudinal purpose. 
The rationale used for this research, is when the rational represents a critical case in 
testing a well formulated theory. The single case study can be used to determine 
whether a theory’s propositions are correct or whether some alternative set of 
explanations might be more relevant. In this manner the single case can represent a 
significant contribution to knowledge and theory building. Such a study can even 
help to refocus future investigations in an entire field.  
The nature of this research topic lends itself to gaining an understanding of the 
succession process followed by Altron, which can be used to determine whether the 
theory discussed in chapter two is accurate. The use of a single case study is further 
justified, firstly due to the focus of the study being on a single unit of analysis 
namely, Altron, and secondly, due to the aim of gathering detailed information about 
the factors that influence successful succession planning. 
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Starting from the broad framework of the literature review and then narrowing the 
focus for this project resulted in the development of the main question posed by the 
research:  
What are the main features evident in Altron and the literature to ensure 
successful family business succession and continuity? 
The sub-questions are: 
- How do generational changes impact each other? 
- What are the major characteristics of the family-owned business 
succession process?  
- What are the views of the predecessors on the succession process, 
and the post-succession period? 
The process followed to solve the main question and sub questions, consists of a 
critical analysis of existing literature (presented in chapter two), and three interviews. 
The areas of focus from the literature review (listed below) are specifically related to 
successful succession:  
- Relationships; 
- Conflict; 
- Shared Vision; 
- Succession process; 
- Effective succession characteristics; and, 
- Continuity. 
The methods used to collect data in this case study are semi-structured interviews, 
observations and from the review of relevant literature, evidenced in chapter two. 
Interviews have been conducted with Dr Bill Venter and his two sons, Robert and 
Craig. The objective of these interviews is to obtain an in-depth knowledge base 
about the factors that influence a successful succession. 
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3.3. VALIDITY 
Validity is the extent to which the research finding accurately represents a situation. 
A test is valid if it demonstrates or measures what the researcher thinks or claims it 
does (Leedy & Ormond, 2005:28; Collis & Hussy, 2003:58).  
Four tests have been used to establish the quality of any empirical social research. 
Case studies are one form of such research, thus the four tests are relevant to case 
studies. These tests are: construct validity, internal validity, external validity and 
reliability (Yin, 2003:35). The tactics described below have been drawn from the 
literature (Leedy & Ormond, 2005; Yin 2003) and will be used to improve validity. 
Construct validity is concerned with establishing the correct operational measures for 
the concepts being studied (Leedy & Ormond, 2005:28; Yin, 2003:34). Leedy and 
Ormond (2005:92) explain that when researchers ask questions, present tasks, or 
observe behaviours as a way of assessing an underlying construct, they should 
obtain some kind of evidence that their approach does, in fact measure the construct 
in question. Yin (2003:34) highlights multiple sources of evidence which help 
enhance construct validity: documentation, archival records, interviews, direct 
observations, participant–observation and physical artefacts. The multiple sources of 
evidence used in this research are documentation, interviews and direct 
observations.  
Internal validity is only a concern for casual (or explanatory) case studies (as in this 
case study), in which an investigator is trying to correctly conclude whether x led to 
event y (Leedy & Ormond, 2005:97; Yin, 2003:36). There are several strategies used 
to increase the probability of internal validity.  The strategy used for this study, as 
highlighted in the literature (Leedy & Ormond, 2005:99), is triangulation, where 
multiple sources of data are collected with the hope that they will all converge to 
support a particular hypothesis. 
External validity deals with the problem of knowing whether a study’s findings are 
generalisable beyond the immediate case study (Yin, 2003:37). The strategy 
identified in this research to ensure external validity is “replication in a different 
context” (Leedy & Ormond, 2005:100; Yin, 2003:37), which is the use of studies 
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done by different researchers that draw the same conclusions. This is addressed in 
the literature review. 
In addition, the researcher will confirm the conclusions with the participants, based 
on their own experiences documented in the interviews. This will further enhance the 
validity of the research. 
3.4. RELIABILITY 
According to Leedy and Ormond (2005:29), reliability is the consistency with which 
the measuring instrument yields a certain result when the entity being measured 
hasn’t changed. Furthermore, Collis and Hussy (2003:58) state that reliability is 
concerned with the findings of the research, in the aspect if the research finding is 
repeated, is it reliable. In other words, if you or anyone else were to repeat the 
research, you or they should be able to obtain the same results. 
Yin (2003:38) states that past case study research procedures have been poorly 
documented making external reviewers suspicious of the reliability of the case study. 
A prerequisite for allowing another investigator to repeat an earlier case study is to 
document the procedures followed in the earlier case. Yin describes the use of a 
case study protocol to address the documentation problem and the development of a 
case study database to deal with validity. A case study database comprising of 
notes, documents, tabular materials and narratives, is used in this study.  
3.5. THE QUESTIONNAIRE 
A questionnaire is a list of carefully structured questions, chosen after considerable 
testing, with the view of eliciting reliable responses from a chosen sample. The aim 
is to find out what a selected group of participants do, think, or feel (Collis & Hussey, 
2003:173). 
Denscombe (2003:154) advises the following guidelines for devising the questions: 
- Avoid the use of leading questions; 
- Avoid asking the same question twice in a different fashion; 
- Make sure the wording is completely unambiguous; 
- Avoid vague questions; 
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- Use only the minimum amount of technical jargon; 
- Keep the questions as short and straightforward as possible; 
- Include only those questions which are absolutely vital for research; and, 
- Avoid words and phrases which might cause offence. 
An open-ended, semi-structured questionnaire is compiled from secondary objective 
questions. Collis and Hussey, (2003:169) point out for interviews, the researcher 
needs to ensure that all interviews are conducted in the same way; that the same 
questions be posed. The questions used for this research study are structured the 
same way for all respondents. However there are some questions that are more 
directly focused towards the founder. 
In order to avoid confusion, the objective of the study was explained to each 
participant. The necessary steps were taken prior to the interview to ensure the 
participants’ right to privacy. This was done by asking the interviewees to omit any 
questions that they did not feel comfortable answering. 
3.5.1. Testing the Questionnaire 
The validity of the questionnaire was tested. It was critically reviewed by the 
researcher’s promoter. 
3.5.2. Layout and contents of the questionnaire 
Two questionnaires were designed, one was focussed on the founder (first 
generation) and one was focussed on the children (second generation). The 
questionnaires were designed to capture unlike data. 
The questionnaires were divided into sections based on the secondary objective 
questions. They were designed to be as specific as possible, in order to avoid 
straying out of the scope designated for this study. Yin (2003:22) states that the case 
study strategy is most likely to be appropriate for “how” and “why” questions, thus the 
questions have been designed with this in mind.  
The questionnaires were used as a guideline in the interview. Ritchie and Lewis, 
(2003:141) state that in the most unstructured interviews researchers will have some 
sort of interview guide or schedule used for setting out key topics and issues to be 
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covered during the interview. In this case, the researcher used a range of probes to 
achieve depth of the answer in terms of penetration, exploration and explanation. 
The interview guides appear in annexure A and B. 
The interviews were conducted in Park Town, Johannesburg during the month of 
October 2011. The interviews were planned to take place over five days based on 
the respondents’ availability. The researcher was the sole interviewer. The interviews 
took between two and three hours per participant. 
The questions were divided in sections: a) relationships, b) effective succession, c) 
conflict d) vision, e) leadership traits, f) second generation and g) founder. 
3.6. DOCUMENTATION PROCESS 
The methods employed for recording data during these interviews consisted of 
taking notes and using an audio recorder. The audio tapes were then hand-typed in 
a detailed format over a period of four months. Hand notes were typed into neat and 
legible format and stored in an index so that other investigators can retrieve them at 
a later date. 
3.7. DATA ANALYSIS 
The data analysis approach used to analyse the qualitative data is based on the data 
analysis steps that Leedy and Ormond (2005:136) identify as appropriate to a case 
study research design. The steps exercised in this research are described below.  
Specific facts about the case are arranged in a logical (e.g. chronological) order. 
Categories are identified that can help cluster the data into meaningful groups. 
Specific documents, occurrences and other sources of data are examined for the 
specific meanings they might have in relation to the case (e.g. chapter two – 
literature review). The data and their interpretations are scrutinized for underlying 
themes and other patterns that characterise the case more broadly than a single 
piece of information can reveal. 
Repetition or pattern behaviours were examined. Techniques used, are pattern 
matching and cross-case synthesis based on the questionnaire posed to Bill, 
Robbie, Craig and Marc Venter.  
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According to Yin (2003:116), relating to case study analysis, one of the most 
desirable techniques is using pattern-matching logic. If patterns coincide, the results 
can strengthen its internal validity.  
3.8. SUMMARY 
In this chapter, a review of the methodological approach for the research process 
was discussed. The reasons for using a qualitative single case study were 
confirmed. Validity and reliability aspects of the research were addressed. The next 
chapter will present the results generated from the research design and 
methodology, as explained in this chapter. 
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CHAPTER 4 
 
RESULTS 
4.1. INTRODUCTION 
In this chapter, the results of the empirical study are discussed and analysed. The 
main objective of this study is to determine the key features evident in both Altron 
and in the relevant literature that ensure successful family business succession and 
continuity. Chapter three described the research methodology used in this study.  
The findings received from the three respondents are integrated into one section. 
The responses are documented in the same order as that of the questionnaire. 
Questions are handled individually however should there be mutual responses, the 
responses are grouped together. In some cases there are specific questions posed 
to the founder that were not posed to the children, these are indicated using the 
coding system illustrated in table 4.1. 
In order to provide rich and to-the-point results, it was decided to omit individual 
detailed responses to specific questions used in the questionnaire; as this makes 
this chapter more condensed. Each section from the questionnaire is summarised 
with key points taken from individual questions. 
4.2. RESULTS 
For the ease of reporting, the findings of the interviewees will be coded as indicated 
in the following table: 
Table 4.1 Interview coding 
Interviewee Code 
Robbie Venter RV 
Craig Venter CV 
Dr Bill Venter BV 
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QUESTIONAIRE SECTIONS:  
A – Vision 
1. Family values brought into the business vision 
All the respondents reported that family values are brought into the business vision. 
With reference to ‘familiness’, family values are most evidently brought into the 
business vision. As reported, the concept of ‘familiness’ is an inherent cultural trait 
carried through to all the companies within the group.  
RV states that ‘familiness’ is the company’s core set of values, the company culture 
– the critical set of parameters within which the company operates. The main 
purpose of having a ‘familiness culture’ is to provide the mindset that all employees 
are owners of the business. Having this mindset results in ‘ownership behaviour’. 
BV states that the effectiveness of transmitting the family values depends on the size 
of the business i.e. smaller businesses still in their infancy provide an easier 
environment for transmitting family values. He adds that most importantly, ‘everyone 
needs to buy into the ‘familiness’ concept, if they don’t, it’s not going to work.’  
2. Shared vision  
The vision, as reported, is shared by all the family business members. Given the 
large size of the Altron group, the vision may differ slightly per business unit. CV 
reports that ‘the vision is shared; however within Altech it surrounds telecom and 
media (TMT) – a convergence solution. Altech came up with a TMT vision fourteen 
years ago; it wasn’t able to capitalise on it in the past and only now is it seeing the 
rewards.’ 
The vision is not shared unanimously amongst members that are not involved in the 
business. As reported by BV, some family members aren’t directly involved in the 
family business. In those cases the vision is not shared, as there is no interest in the 
family business. 
BV, RV and CV confirm that they make a point of revisiting the business vision and 
values every year. The vision does not change significantly, it evolves as the 
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business environment changes. They then incorporate what they need into the 
mission statement. RV reports, for example, identifying that Africa is an opportunity: 
the mission statement is then altered to include Sub-Saharan Africa.  
Both Altron and Altech’s visions have changed significantly over the years. CV 
reports that they have transformed the vision of Altech from what it used to be fifteen 
years ago. The direction of the group has changed significantly from a hardware 
supplier to value add solutions such as software development. 
3. Handling of different business visions from that of the founder  
Differences in opinion regarding the vision would result in a debate. Having this 
approach minimises conflict situations. RV reports that they have never had a 
situation where they have violently disagreed around the strategy or the vision for the 
group. CV reports that there haven’t been conflicts in the past and this is probably 
why the succession has worked quite well. 
There is a mature and understanding approach used by the founder realising that 
business environment changes, thus giving RV and CV the flexibility to change the 
vision of the group. RV reports that his father has been very mature and understands 
that this market has changed a great deal and is constantly changing, especially 
entry in some of the more hi-tech type areas of technology. BV trusts the judgement 
of their sons and their management and embraces it. 
4. Sharing the legacy as the founder  
 
Both CV and RV share the same legacy as the founder. CV states that, Altech was 
previously his father’s working environment thus Altech’s culture is closely aligned to 
Dr Venter’s vision and legacy. 
CV and RV acknowledge the importance of the founder’s legacy and that the 
success of the company is greatly influenced by the legacy. RV reports that the 
founder’s legacy is what has made them successful. Thus it is within their interests to 
learn from his father’s management style and to clearly identify what was successful 
then. He notes that ‘familiness’ is also part the legacy and that Altron’s success 
comes from years and years of experience. 
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5. The legacy 
 
From the responses provided, the legacy may be described as the following: being 
cost conscious; paying attention to detail; being customer-orientated and always 
recognising that the customer is king; having a hands-on management style; being 
performance-orientated; having a strong work ethic; working hard; striving for 
excellence; producing satisfactory profits for the shareholders; and providing a 
suitable environment for the family to work and exist in. 
Furthermore, BV states that ‘the legacy and the values need to be transmitted by the 
founder in such a way that is understandable and believable. By this, the underlings 
and associates are brought into the global thought of what the company is about, i.e. 
reducing costs, generating profit, achieving high efficiency, and lower reject rates 
etc.’ 
BV conveys that those children that are directly involved in the business (RV and 
CV) have bought into the legacy. He knows this by witnessing their high work ethic, 
the sacrifices they have both made, the commitment shown, and the desire to make 
the business a success that they both display. 
BV’s legacy has not only been formed through his accomplishments, he has also 
instilled a value-based culture within the group, as well as through his children. 
Additionally, he has written a book, In Pursuit of a Dream. The book details his 
career path to becoming one of South Africa’s most powerful businessmen. It 
provides insight and inspiration to current and future family members and Altron 
employees. Additionally, he has completed an MBA and a doctorate on family 
businesses. His studies have, quite astutely, been focused on family business 
succession. His personal literature details his legacy intimately. In so doing, he has 
indirectly cemented his legacy for future generations to follow.  
RV and CV agreed that the legacy is necessary, in that they are building on what 
already works. BV conveys that often a lot can go wrong between one family 
member and another, due to differences in their personalities. He explains that 
people are familiar with the personality of the founder. BV points out it is very 
important to handle the transition properly and to ensure that the values of the 
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founder are inherent in the successor, and to introduce those people as well as the 
products and the ideas they have for the future in a gradual and correct way. 
Both CV and RV did not consider the legacy as a constraint. In fact, they regarded 
this legacy a major strength in the sense that the ‘culture’ is key to the success of the 
group. CV reports that ‘the core aspects of cost control, attention to detail, the core 
cultural elements that were formed during the legacy years and are still absolutely 
positive, and are very beneficial to the group.’ 
All the respondents reported that the legacy is deeply rooted and that the legacy is 
part of ‘their DNA’ and strategy. CV reports that from a group perspective, the legacy 
is deeply rooted, more so in Altech than the other companies within the group as 
Altech was the original kernel from which the whole Altron group sprung.  
B – Relationships 
1. Relationship with the founder as a child 
Having the best possible education, emphasising the importance of  education, being 
disciplined and being tough on his kids to achieve in both sport and academia, are 
reported as relationship traits of the founder. RV reports his father pushed for the 
best schools possible, he scrutinised their grades, was acutely aware of how they 
were doing at school and was very supportive of their involvement in sport. 
RV and CV report that they have always had a very good relationship with their 
father despite him being ‘tough’ and a disciplinarian. CV reports that his father was 
an excellent role model. BV instilled important values in his children from an early 
age. This is especially evident in CV’s statement that his father’s favourite saying 
was: “money does not grow on trees”. ‘In other words, one has to go out and earn it, 
one has to perform.’ He adds that ‘just because one has been given ‘Venter’ as a 
surname, doesn’t give one automatic status – one had to prove oneself.’ 
As previously reported, in the early years of the business, the founder did not have 
an established business, thus he worked incredibly hard and had to make significant 
sacrifices to build the business. In this regard, RV reports that his father did not 
spend as much quality time as he might have wanted with his kids. CV also mentions 
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in retrospect that they ‘would have liked a better-balanced relationship with him. 
Unfortunately, the circumstances did not provide for it.’ 
Early exposure of the children to the business was clearly important to the founder. 
RV reports that their father was very supportive of them having an early exposure to 
the business. He encouraged them to ask questions about the business, to 
understand it, and also to read about it. Both RV and CV report that their father, 
being the founder, was passionate about the business. It became his children’s day-
to-day life. BV sacrificed a considerable amount of family time to work on weekends 
and holidays, and subsequently took CV and RV with him to the office. 
2. Relationship with the founder as a grown up 
Relationships, as reported, have changed over time: the children have both matured 
which has subsequently improved their relationship with their father. They enjoy 
mutual respect and BV is proud of what his sons have achieved (i.e. that they have 
put in the hard work). CV reports that his father has become ‘a little bit retrospective 
in his thinking; become a little bit calmer as he has got older and has let go a little bit 
in terms of the succession’. He continues, his father respects both his sons, ‘who 
started their careers at the bottom of the company and have both earned their stripes 
and, of importance earned their degrees.’ 
It is evident that both CV and RV view their father as a valuable asset, which has 
further enhanced their relationship. CV reports that, when they had matured, they 
realised that they needed to be like sponges in order to absorb everything they could 
from the founder. They also acknowledged that he is somebody who has built 
something from nothing. They both have MBAs and decided to learn as much as 
they could from him. 
Recognition and appreciation of their father’s personal and business traits is evident 
in the responses of both RV and CV. CV reports that ‘much of our grounding, 
whether it be subconscious or not, shows how our father’s culture and business 
vision rubbed off on them. This has subsequently benefited us in today’s tough 
economic environment.’ RV reports when working directly for his father, that he 
found him to be very detail oriented, driven in terms of performance, with a tough, 
 57 
 
disciplined approach to management. Subsequently, he warmed to that, thus 
resulting in a close relationship. 
Having to prove oneself and work hard to acquire recognition is a dominant theme in 
their relationship with their father. CV reports having studied for fourteen years 
knowing, from his relationship with his father, that he would need all the skills he 
could get to prove himself to him and others within the group. He also knew that he 
would be treated on an equal basis like any other Altron employee. That meant he 
needed to obtain an education; and above all it meant starting at the bottom. ‘All of 
that grounding,’ he says, ‘has been very important.’ 
Another factor reported is the importance of communication in their relationship. CV 
reports that his father desires good communication, involvement, and especially to 
give his own opinions on matters of importance. The only time they have had any 
sensitive issues are when their father has not been properly communicated with. 
Thus, they emphasize the importance of communication with their father. 
3. Relationship as a process 
The relationship that RV and CV have with their father has evolved over time. RV 
reports that his father ‘was a disciplinarian when they were growing up. However, he 
was always very supportive, despite this strict upbringing’. RV reports that his 
relationship with his father has undergone numerous changes whist progressing 
through the group over the last twenty four years, moving from being distant, to 
being closer. 
As noted, their relationship has different dynamics and at the best of times it is often 
complex to distinguish between the ‘family’ versus the ‘business’ relationship. RV 
reports that he ‘has always seen him as a father and always respected him’. He 
adds, however, that whenever one is working for someone, there is a ‘different 
dynamic. It is sometimes challenging in trying to differentiate the relationship i.e. 
when one has a family relationship and when one has a business relationship.’ 
In the latter years of their father’s career, a more fatherly role has become evident. 
RV reports that they are now doing more family things that they would not have done 
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before, such as ‘going out for dinner, sharing pictures of the grandchildren, and 
enjoying a symphony concert together.’ 
4. Relationships with other family business members (i.e. siblings) 
The answers to the question about the relationships the founder and successors 
have with their siblings were very positive, indicating strong and healthy relationships 
amongst other family members. CV’s and RV’s relationship with their sister, Leanne, 
is sound albeit non-business related.  
CV has the added relationship responsibility of providing a guiding and fatherly role 
to his two half brothers, Marc and Blane. CV reports that he has taken the lead (as a 
request from his father) in giving Marc and Blane ‘an equal opportunity to work for 
the group, so that they can prove themselves and for them not to be treated 
differently than any other Altron employee.’ Marc was formerly a Netstar employee 
employed as a sales representative. 
The most common terms used to describe the relationship between CV and RV are: 
strong, mature, committed, healthy and challenging. In addition, RV reports that his 
relationship with his brother has always been competitive. He states that some 
people ask how his father’s succession decision did not result in anyone leaving the 
group. RV explains that they have been competitors since they were two years old, 
thus have always been compared. RV states ‘sometimes, we had to play tennis 
against each other or be partners together. Competition - the one winning and one 
losing - we’ve been through that and that the succession process was just another 
case of that.’ 
5. Relationships with children 
CV has a two year old son. He admits that he does not spend a great deal of time 
with him. However, he makes sure that when he does have the time, quality time is 
spent with him. CV reports that a healthy balance is critical in relationships. 
RV reports that he has two daughters (age sixteen and fourteen). They are based in 
the UK together with his wife. Thus, a special emphasis is placed, as in the case of 
CV, on spending quality time with his children when he is with them. 
 59 
 
RV strives to give his daughters early exposure to the business, just as his father did 
with him and CV. However, he states that they are possibly not getting as much 
exposure compared to himself and CV. This, he believes, is due to the business 
being in a different phase (i.e. they are not in a building phase).  
BV believes his relationships with his children are good and healthy. He mentions 
that Marc will go through the same career steps as the rest of his brothers did. He 
states that even though his children have gone into different fields within the 
business, he encourages them, even if they are not interested in the business. 
Blane, for example, is a gifted photographer and videographer. 
6. Collaboration amongst family members 
All respondents stated that good team work and collaboration exists between family 
members. BV reports that they have a system of professionalism in their 
communication in terms of what their goals are for the group. Additionally, as 
reported, taking into consideration corporate governance procedures, their father’s 
age, and his valuable experience in building the group, there is a more collaborative 
approach to making decisions. 
CV points out that there are always discussions between RV, BV and himself in 
terms of the future of the group, and the strategic vision – questions that need 
answering, such as, ‘are we in sync?’ 
In terms of individualist approaches, RV reports that ‘there are individualist 
approaches, but this does not mean that each family member is off doing their own 
thing. One may have a different view however in its entirety it becomes a 
collaborative decision.’ 
7. Family members who are not involved in the business  
Two siblings, Blane and Leanne, are not involved in the business. It is evident that 
no pressure existed for them to join or remain in the family business. There is an 
element of respect for the decisions they’ve made. RV reports that Blane worked in 
Altech’s Corporate Communications Division for two or three years. He then decided 
that he preferred to become involved in wildlife photography and videography. He 
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confirms that there was no pressure for him to join the group. ‘It was solely Blane’s 
decision and everyone respected this’. He sister Leanne worked for Gentech, a 
subsidiary of Powertech (where she met her husband Kevin). ‘Thereafter, she 
decided not to pursue a business career and moved to East London with her 
husband and two children, where she now shares her husband’s business and social 
interests.’ 
8. Maintaining good relationships with the founder and other family members 
(such as brothers and children) 
The main themes highlighted by the respondents as being necessary to achieve 
strong relationships are: respect, supporting ones’ children, communication, showing 
trust and having regular family get-togethers.  
BV reports there is a wonderful mutual respect between him and his children. His 
children are also cognisant of the fact that many of the companies they are running 
were founded by him. 
Furthermore, BV maintains a healthy relationship with his children and supports 
them in the issues that come up in their lives; in both personal and business 
spheres. Additionally, he strives to give them the best possible advice - not to 
interfere in their personal lives, unless issues arise that can harm the image of the 
family. 
9. Family code  
A family code has been developed and this is documented in BV’s book. BV reports 
that ‘the performance of the group over the years has been exceptional,’ and he 
feels that this has a lot to do with the ‘familiness’ of the business. He relates that 
‘familiness’ can be seen in the same light as a family code. 
CV states that the code has transpired indirectly from their upbringing, and especially 
from his dad’s leadership as a father. Various leadership traits have been passed 
down to the children through their upbringing, which CV identifies as: ‘having an 
element of respect for others; growing up in a disciplined environment; being taught 
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to be thankful for what you have; always thanking people; behaving in the correct 
manner; and sticking together as family members.’ 
RV explains that the code is similar to an unwritten tenet that exists in that everyone 
pulls together for the good of the family. He confirms that there is a document, but it 
is not something they would read every day. 
10.  Appreciation, love and recognition  
All respondents interviewed acknowledge the importance of family cohesion. Some 
family members regard appreciation, love and recognition as lacking and that this 
may be influenced by the size of the group. They report that recognition mostly 
comes indirectly through the board. BV reports that ‘appreciation, love and 
recognition occur over the phone, or in actions.’ 
CV has a mature approach to this element, even though he acknowledges that 
appreciation, love and recognition could be expressed more regularly between the 
family members. He understands that his father is at an age now that he is starting to 
enjoy things that he missed out on and that he does not really need his father 
‘patting us on the back.’ 
In terms of RV showing appreciation, love and recognition to CV, RV reports that he 
accepts that he ‘is compelled to ensure that Craig gets the recognition he deserves, 
that he remains motivated, [and] keeps on thinking with the family hat. That’s how he 
manages anyhow. Recognition is an important part, whether it’s for Craig or for other 
managers that report to him.’ 
C - Effective succession  
1. Succession planning 
It is evident in all the responses that there is a succession plan in place. As reported 
by CV, the plan is a criterion in terms of corporate governance and has to be in 
place; it covers the second generation and the rest of the employees in the group. 
RV reports that ‘a clearly defined succession plan has been created throughout the 
company. Altron has a document which identifies each entity within the group and 
this includes the family members. There is a plan for each company and this plan 
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identifies the current managers and potential successors. The plan also comprises of 
a detailed organisational chart with colour codes etc.’ 
In terms of the importance of succession plans, all respondents agree that 
succession planning is an important part of the group and that the success of the 
family business is influenced directly by it. 
With regard to as how the idea came to mind, RV states that the plan was developed 
in the mid to late nineties. The plan came into being as a result of his father’s future 
planning foresight, whereby he would ask questions like, ‘what is my timeframe of 
being CEO?’ Subsequently, succession took place in 2001. 
2. Succession transfer from one generation to another 
In terms of how succession was transferred from one generation to another, the 
respondents pointed out why one sibling was chosen over the other, as well as the 
difficulty BV experienced in making this choice. The answers provided have been 
presented in detail as they make for interesting reading; they also highlight the 
effects of the succession decision of choosing one sibling over the other, and the 
relationship characteristics that have made this transition a success. The relationship 
characteristics are mentioned as it has relevance to this question, as in the 
‘relationship’ section. 
RV was chosen over CV for the position of chief executive (CE) of Altron. As 
reported previously, the reasons for the selection of RV over CV were that RV was 
the older of the two and that BV was extremely astute in knowing his sons’ 
characteristics as well as their respective strengths. For example, amongst RV’s 
strengths were corporate and shareholder protocols and maturity; whilst CV’s 
strengths were operational, marketing, entrepreneurial, building businesses and 
making profits etc. The outcome of BV’s decision was that RV would best be suited 
to the position of CE of Altron and CV best suited to the position of CEO of Altech, 
which would ultimately result in a win-win scenario for the group. 
The effects of CV not acquiring the Altron CE position are highlighted by CV. He 
explains that it was a difficult time for him personally and a huge disappointment as 
he felt that he had been with the group four years longer than RV. In terms of 
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company performance, Altech had done extremely well (compounded earnings 
growth of twenty percent); whilst he had already proved himself and he felt on this 
basis that he should have been considered. He states it was a test of his family’s 
commitment in that he had received job offers to work for Motorola overseas. He 
could have therefore left South Africa, but chose to stay. He states there are different 
dynamics that come into play, and the choice was not necessarily made on the basis 
of the number of degrees one had, but rather on who was the elder son, and who 
has better all round capabilities. 
From CV’s perspective, it is clearly evident that there is trust, a strong commitment 
and a healthy mature relationship between himself and RV, both prior to and after 
the transition. CV reports that the success of the second generation pays testament 
to his father’s leadership traits. He elaborates that his commitment to his family and 
especially his commitment to his father were too strong to say that he was going to 
leave at the time of the selection of the successor of Altron. Additionally, CV reports 
that he and RV enjoy a close relationship, whereby RV has not interfered in how 
Altech has been run. In fact, RV has provided both ongoing support and guidance 
where ever necessary. At the same time, knowing RV was his brother, CV could 
trust him. RV has also given CV the freedom to do whatever was necessary to make 
Altech operate profitably. 
There is an implicit trust between the two of them mainly because they are brothers. 
CV states that RV comprehends that he is not going to act in a way that is not in the 
best interest of the family. By doing so, he would only be hurting himself. On the 
other hand, his relationship has worked well with RV. Despite their mutual respect 
and trust, CV concludes that when his father chose RV as his successor, it nearly 
destroyed him (CV). 
With regard to achieving a win-win situation for the company in respect to BV’s 
decision, RV states that the key issue to be taken in to consideration was that BV did 
not want to lose any of his sons from the business based on his choice. That was the 
main outset of his decision. Being mature, BV called both sons in and told them the 
decision was made by the board and why the executives had made it.  
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Furthermore, BV states that ‘in family-run businesses the founder needs to assess 
which of his offspring or other, non-family employees are suitable for succession. He 
adds that there are many family business owners who have children not wishing to 
following in his/her footsteps, thus they do not achieve family generational 
succession in the company. In such a case, one needs to always do the best one 
can with other employees in the company. Therefore one needs to ask, whether 
these people have bought into my concept of where we should be in five, ten years 
from now? Will I effectively communicate through them?’ He states that this is an 
important decision which the founder has to make, because, ‘if family business 
owners don’t do this correctly, they will find that they have placed all their efforts into 
the wrong areas, i.e. on the wrong person they are imparting it on, to find out at the 
last minute that the person lacks interest and performs poorly.’ 
3. Succession planning success factors 
In summary, and taking all the responses into consideration, succession has been a 
success at Altron largely because of the following major factors: there has been little 
interference from the founder, the founder has let go at the right time, and he has 
provided the next generation with the opportunity to take over the reins in order to 
take the company forward. Other factors include the candidates being performance-
driven; starting at the bottom; putting in the time at Altron and Altech; being involved 
at a early age; having a proven record through the organisation; gaining respect from 
their colleagues; earning what they have been given; obtaining early exposure; 
following a lengthy process to achieve top positions in the company; not relying on 
the family name to obtain these top positions; understanding the culture of founder 
and the group; maintaining the humble beginnings of the father in themselves as well 
as in the next generation; possessing ‘real’ decision-making authority; being 
committed to the success of the family business; the founder correctly evaluating the 
successors’ skill base; having external experience; being exposed to other tough 
leaders; not being forced to join the family business; being constantly focused on the 
success of the business; and, enjoying healthy family relationships. All of the above 
have been qualified in responses by BV, CV and RV. 
In terms of education, BV reports that he did everything in his power to see that his 
children were properly educated. Both sons (CV and RV) had a business-oriented 
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education. He discussed this with them before they went to university. Additionally, 
he advised them on the subjects they should consider taking and asked questions 
such as: are they interested in these subjects; do they realise the implications of 
what they would be getting into, would they be prepared to accept the hard work that 
it took to become a leader; did they have the vision to introduce new products to 
keep the company abreast of the latest developments; do they want to work hard, 
are they prepared to sacrifice most of their own time and their families’ time for the 
sake of the company. If the answer was yes, then, in his view, one has a high 
probability of the family business being a success. 
RV states that his father always made sure that they were aware that they would not 
be handed high positions because of the silver spoon syndrome. RV reports that his 
father forced them into really challenging positions right from the start. These were 
relatively humble positions in order for them to gain experience and the respect of 
their colleagues. BV was adamant that both RV and CV first needed to prove 
themselves. Furthermore, RV states, he joined at a low level, where there were a 
number of bosses between himself and his father.  
CV reports that, from a successor selection aspect, these elements were the most 
important elements that his father took into account in the selection of a successor 
i.e. matching the strengths of the position to the strengths to that of the successor. 
RV and BV report that strong family bonds, relationships, long-term orientation, good 
parenting, and the involvement of the children in the business from an early age 
were all important aspects of succession planning. BV mentions that ‘strong family 
bonds, relationships, long-term orientation, good parenting and involvement of 
children did take place and exists. However this does not mean that it was easy and 
that one gets it all right. On the other hand if one got the bulk right, then one obtains 
good transition of power, good succession and good leadership.’ 
Managing and avoiding conflict early in the succession process was an important 
element of succession. In fact, BV reports that ‘the biggest problem was to avoid 
rivalry between family members.’ They are very fortunate to have avoided that and 
he believes it was an important aspect of succession. Furthermore, he states that 
conflict has largely been avoided by him striving to make them both happy by placing 
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them into positions matched to their own strengths. He adds that conflicts should be 
resolved as soon as they arise, there being a great deal at stake in terms of family 
wealth and the future success of the business. BV reports that he is happy, as RV 
and CV are both performing well. The family owns 61 percent of the shares in the 
company. Consequently, a significant amount wealth benefits the family and that is 
why it is so important that that the business remains a success. 
4. Succession process improvements 
CV states that the manner in which he was informed about who BV’s successor 
would be could have been undertaken in a more sensitive and collaborative way. CV 
reports that there weren’t any major discussions between his father, himself and RV 
around the matter. Once he had received the board’s decision, his father then made 
the decision as to who the successor would be. 
5. Succession gone according to the founder’s plan 
BV states that in terms of the first level of succession, CV and RV both have a 
contribution to make to the family party. He feels the succession that has taken place 
has been successful and the results over the past few years support this view. 
6. Succession planning at Altron - a success! 
All the respondents agree that succession planning within Altron has been an 
overwhelming success. RV reports that ‘there are business articles that indicate that 
family businesses don’t go beyond first generation. There are few that transfer to the 
second generation and there are even fewer that transfer to the third generation. 
Thus our transition has been successful so far.’ 
BV reports that for RV and CV it’s been perfect. Both his sons are in their early fifties 
and both are totally competent in what they are doing. Comparing Altron to other, 
larger family-controlled companies, the business is doing as well if not better. He 
states a considerable amount of training and sacrifice has taken place. Family 
members have had to be educated carefully to understand what it takes to gradually 
take over the leadership in a family-controlled business and how best they can do 
that to ensure that the transition is painless. 
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7. Third generation included in the succession plan 
CV has a son, who is the only male of the third generation, while RV has two 
daughters. As reported previously, because the children are still young, there has not 
been much discussion in this area thus far. The succession focus is more on Marc 
and Blane. It is also evident that the Venter family views the third generation as an 
area of importance and that discussions relating to this will continue going forward. 
CV reports that his father ‘may have discussions on the third generation in the future 
and affirms the importance of discussions as a family on the third generation 
children, including Mark and Blane.’ 
As reported, the third generation succession process will follow the same route as 
that of RV and CV (i.e. there will be no favours and they will have to prove 
themselves). They will also need to go through the same lengthy process to prove 
and gain the respect of their colleagues. The success of the second generation 
succession will serve as the formula to follow for future generations. BV reports that 
‘succession has worked well for us. RV and CV have the experience of what 
happened to them and therefore they would tend to work along similar lines. It’s a 
winning recipe; why change it?’ 
RV reports ‘the approach to the third generation will be to give them the exposure, 
education and opportunity. If they show an interest, nurture them and then give them 
the opportunity to be included in the family business. However, they first need to 
prove themselves. If they continue to perform well, then the company would be in a 
position to offer them opportunities for progression.’ RV stresses that opportunities 
won’t necessarily be given just because one carries the Venter surname.  
In terms of future succession, RV reports that his daughters will become part of the 
next generation of succession should they decide to get involved in the business. He 
states that they would need to follow the correct channels in terms of their 
background and their academic achievements. He recognises the importance and 
benefits of a good education, and thus he is driving and motivating them to achieve 
highly in this area. The direction for them to follow is to finish high school, then 
attend university (preferably a university in the US for their tertiary education). 
 68 
 
With regard to their younger siblings, Marc and Blane, as previously mentioned, 
Marc is involved in the business but Blane is not. CV plays a guiding role with regard 
to both of them, as requested by BV. CV explains that his father is 78; Marc and 
Blane are in their late 20s. There is a notably large age gap between his father and 
his younger children, thus BV has asked CV to take them under his wing to a certain 
extent. He additionally reports ‘he will observe Marc at Netstar to see how he does. If 
he proves himself he’ll get additional opportunities.’ RV indicates, relating to Marc, 
that ‘he is at the bottom at the moment; there are several layers of management 
between himself and Craig. Marc needs opportunities to make mistakes, thereby 
enhancing his learning.’ 
RV indicates that ‘one must not be too hasty to get the impressive titles, as in the 
long run that alone does not work well. People only respect one, if one has earned 
their respect.’ 
As reported earlier, both RV and CV have undertaken to give the next generation 
early exposure to the business. They are striving to bring their children up the way 
they were brought up - in a controlled manner. Additionally, they are determined to 
manage and protect what the founder has built up, in a disciplined way. By doing so, 
the generations that follow will be properly catered for.  
BV reports that, in terms of preparation of the third generation, they will need to 
assess whether the third generation is willing to become involved, is willing to make 
sacrifices and is willing to set an example from day one with the company. These 
commitments are expected from them because of who they are, i.e. family members 
are always under scrutiny. He adds that one needs to be careful as to how one 
nurtures them. One cannot provide too much responsibility too soon, and one cannot 
impart too little either. Furthermore, he states, one needs to see where the skills 
bases of the third generation lie. Illustrating that they are generally good 
businesspersons, in his view, would provide the best ‘ingredients’ one could ask for. 
He adds that it is very important for the founder to assess the children’s inherent 
capabilities at regular intervals. 
In terms of preparation and control of the family wealth for future generations, RV 
states that CV, he and BV are all part of “The Venter Family Trust”. They effectively 
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manage the wealth of the family, how it is invested, and where it is invested, always 
ensuring that there is enough protection surrounding the Trust from a structuring 
perspective. He highlights that those elements incorporate complex items such as 
estate planning and ensuring that the next generation enjoys sizeable wealth. 
8. Literature regarding family business succession 
BV, CV and RV all keep up to date with family business literature and often send 
each other articles on the subject. CV states that he is a member of the world-wide 
Young Presidents’ Organisation (YPO). In this regard, Altron has an internal 
organisation called the Altron Young Presidents Club, whose members are all under 
the age of forty. He states that it is an extremely beneficial organisation to be part of, 
incorporating the networking aspect. 
CV adds that within the YPO, a family business segment exits – addressing 
succession planning and family dynamics. He distributes literature (articles relating 
to challenges, succession and sibling rivalry, for example) to RV and his father. 
Furthermore, he says that most matters which CV and RV have experienced also 
apply to many businesses. Not only are there improvements that can be made from 
a family business perspective, but they can also monitor global trends to avoid 
reinventing the wheel. Additionally, they try to learn from the mistakes made within 
other family businesses. 
9. Contact with other family businesses  
RV reports that there are various forums which are put together by some of the 
banks whose objective is to help encourage the meeting of high net worth families; 
enabling them to debate with one another on various issues. One of the banks has a 
forum called the Middle East African Advisory board. It is comprised of senior people 
involved in prominent family businesses. It enables communication on common 
items and different family approaches. RV conveys that it is not a comprehensive 
focus, but it does happen and that there are opportunities to engage with other 
families for the benefit of all concerned. 
BV reports that he is in contact with three American company executives that he met 
at a family business conference in the United States. He states that he had to be 
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fairly careful in his dealings with them, as he wanted to find people who are in similar 
business to his, as businesses are very different and one cannot always apply the 
same rules. BV adds, that they ‘still keep in touch with each other and have similar 
issues to resolve.’ 
10. BV’s Masters and Doctorate in family business research with special focus 
on succession planning 
BV reports that as the owner of a family business, research into this particular aspect 
of running a family business was of interest to him. His masters provided him with 
the opportunity to educate himself in family business, especially to ensure that 
succession within Altron was undertaken correctly and would continue to be 
maintained. BV states that his children were a significant part of his research almost 
chapter by chapter, as they were with his autobiography. 
11. External experience outside of Altron 
CV worked for Paine Webber, today known as UBS Warburg (on Wall Street in New 
York). He was employed in the corporate finance department for a year and a half. In 
addition, he worked for an electronics distributor in California for a year. This 
coincided with his university studies and enabled him to get some work experience. 
RV recounts that he left South Africa in 1977 via a tennis scholarship to UCLA from 
1977 to 1982. He played professional tennis for three years from 1982 to 1985, 
followed by undertaking his MBA from 1985 to1987. Thereafter, he worked as a Vice 
President for three years at Bear Sterns in corporate mergers and banking (1987 to 
1990). RV was out of South Africa for a period of thirteen years. 
12. Education making a impact 
CV reports that he holds MBA, Master of Science, B.Comm. and BA psychology 
degrees. Interestingly, he points out that his psychology degree has helped him 
tremendously in business. He adds that negotiation continues to play a major role in 
business, and psychology is an important part of negotiation. Understandably, his 
B.Comm. has assisted him greatly in business and he feels psychology enhances 
one’s “gut feel” on a variety of matters.  
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CV states that education is vitally important, especially by acquiring the theory that 
underpins the practice. However, he believes that acquiring the practical first and 
then the theory is a superior way of doing things (i.e. doing MBA, with experience). 
He only really started learning about the full ramifications of the business once he 
came back to South Africa. 
CV reports that ‘the education provided by UCLA was exceptionally good. However 
from a curriculum and education perspective, the standards would have been the 
same in South Africa.’ He mentions that South African tertiary institutions are tough 
and that American institutions could be easier on the student than in SA. He reflects 
that there would not have been a huge difference in his educational experience had 
he been educated in SA instead. However, acquiring an international education 
resulted in other development dynamics for a young adult, i.e. learning to stand on 
one’s own two feet, becoming independent, capitalising on better networking 
opportunities, and establishing long-term relationships. 
RV confirms that he received special education. He was fortunate to study at one of 
the best universities in the world and acquired his MBA there. His education opened 
up many doors along the way. Being overseas gave him the advantages of a global 
perspective. Additionally, he was exposed to a networking environment of leaders 
around the world that attended the same MBA classes as he did. He states that even 
though everyone goes different ways, connections are usually made for the long 
term. Several people become successful in a number of different areas, but 
nevertheless, one maintains that important contact. As experienced, these contacts 
greatly assist the business when opportunities present themselves from time to time. 
He feels that his education has made an enormous impact on his business acumen 
today. 
13. Business decisions  
It is evident from the responses provided that from a King III (corporate governance) 
perspective, the successor and founder cannot unilaterally decide on a particular 
way forward. Decisions are decided by the board of directors, of which there is an 
equal number of non-executive directors as executive directors and an independent 
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chairman. CV explains that ‘the decisions taken at Altron and Altech are taken by the 
board and not by the family; there is control and a process to be followed.’ 
BV reports that decisions are made in conjunction with their top advisors, their board 
of directors and various family members. In terms of family decisions, he states that 
they have family meetings once every three months, when they discuss an agenda 
of various issues. In so doing, they are able to obtain the opinions of the family 
members and implement their decisions thereafter. 
14. Successor decisions  
As agreed by all the respondents, RV and CV enjoy the authority that has been 
designated to them. Decisions are made by the board in the context of the corporate 
culture. Corporate governance plays a major role in the decision-making process. 
RV reports that ‘decisions are not family decisions for the reason of corporate 
governance (King III) and being a listed JSE company.’ 
BV and RV both provide a supportive role in Altech’s decision-making, CV reports, 
‘there is a supportive role from my father and RV in terms of how one would 
approach a particular decision. Hence, they would propose a matter to the Altech 
board, and subsequently the board would decide on the outcome.’ 
RV states that as a successor, he does have the freedom to carve out his own 
decisions. However, he points out that ‘there was never a particular instance where 
he just took a decision, carved it out and instructed, “that’s the way it’s going to be 
and just do it!” Rather, there is a robust debate around most major decisions that do 
not result in an automatic implementation. Decisions are taken in context of the 
corporate culture.’ Elaborating further, he adds that ‘Altron is a public company and 
there are certain governance procedures to follow.’ 
As reported earlier, there has been little or no interference from their father in 
decisions made by RV and CV. Trust and confidence have been established, over 
the years, in which decisions are made based on shareholders’ best interests and 
also family interests. BV has allowed both RV and CV the freedom to do what they 
need to do.  
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RV reports, ‘I have never had cause to walk into my father’s office and say “you 
shouldn’t have done that,” etc. Over time my father has been less concerned with the 
details of the job. When he first stepped down he was still executive chairman and 
wanted to be close to the action. However even then he would not interfere. 
Additionally, over time, trust has been built up and he has continued to loosen the 
reins.’ It was an appropriate time for BV to retire, as this has enabled RV to put into 
practise his own particular abilities and skills. He states this could have been an 
issue if he only stepped aside later; in terms of timing, his father had planned it 
perfectly. 
15. Founder stepping aside at the right time 
Both CV and RV agree that their father has stepped down at the right time. The 
reasons are mainly due to their father’s age and it being the appropriate time for 
them to take the company to the next level. 
CV explains another reason why succession was implemented at the right time: ‘if 
one is from a different generation, from a technological aspect, one loses touch, one 
does not understand the very latest technical advancements. 
RV reports that his father stepped down at the age of 69. However, he had 
envisioned that his father would carry on working for much longer than that in the 
CEO role. He states that ‘it was his own decision with no pressure from the second 
generation.’ It came as a surprise to RV that BV wanted to move the organisation to 
the next level. He believes his father planned the timing correctly and that the 
process was well managed. 
BV states that ‘once one reaches retirement age, one should step down and pass 
the leadership on to a chosen successor.’ On the other hand BV conveys that his 
father is 78 and still ‘comes to work every day and is happy doing it. Overall, he feels 
that he has stepped aside at the right time but is still involved in the business albeit 
to a lesser extent.’ 
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16. Founder’s role 
BV is currently the non-executive chairman of Altron, a role that has changed from 
being “directly involved” to being “less involved.” CV reports that ‘this role is more 
passive than it was seven years ago.’ Until the age of 65, BV was actively involved in 
the group but over the last twelve years has given both CV and RV more authority 
and taken a step back. BV is still involved as the non-executive chairman of the 
group and one of his main roles includes looking after the family’s interests, together 
with recognising that it’s a listed company and that there are corporate governance 
procedures to follow.’ 
RV reports that his father’s position has evolved. He has gained the trust and 
confidence of RV, CV and the entire management team, resulting in his role 
changing from an operational one to a strategic and advisory one.’ 
17. Fears about letting go 
It is evident that BV had some fear of letting go. However this fear has been 
minimised over the years as the ‘letting go’ was a gradual process coupled with a 
growing confidence and trust in the abilities of CV and RV. Additionally, there is a 
never ending focus from BV to ensure that the business continues to operate well. 
CV states that the fears his father held about letting go are natural and expected. 
This fear is one of reasons why he remains non-executive chairman of the group. At 
the age of 78, he still attends board meetings, nomination committee meetings and 
remuneration committee meetings. CV adds that his father is still remarkably 
energetic and dynamic. 
CV explains that the process of letting go has been gradual, as there is a 
tremendous amount of wealth that his father has created. Additionally, his father has 
chosen to continue to make sure that things are working well. He states that at the 
age of 78, his father remains incredibly smart, can see the dynamics operating within 
the business, and enjoys keeping everyone on their toes. His father’s work ethic as 
an individual has always been to work hard, and he firmly believes his father’s 
presence at the company is important. 
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D – Conflict 
1. Areas of conflict due to succession in the family business 
All respondents report that succession has been conflict free. However, there was an 
element of disappointment along the way. CV and RV report that the transition 
period posed a potential area in which conflict could have easily arisen. Conflict was 
avoided due to the maturity of RV and CV, their solid career paths and their strong 
sense of commitment to their father. As RV reports ‘conflict was avoided by providing 
a good career path for CV and additionally maintaining a good career path for us 
both. Succession was managed in a process where an element of maturity prevailed 
and we both understood our respective roles.’ Additionally, even though CV had 
received several job offers to work overseas, he used the opportunity to show that 
his commitment to his father was far greater than attractive external opportunities. 
BV reports that the initial conflict was the fact that there were two candidates, both of 
whom were skilled at what they were doing. In addition, both had the same 
qualifications (both have masters degrees, and attended the same high school). So, 
when the successor was chosen, there was some disappointment from CV. 
2. Competition between siblings 
CV reports that he enjoys a healthy relationship with RV. They are both similar in 
age with just two years difference between them. They show each other mutual 
respect in that they both have MBAs. RV understands that CV needs to manage 
Altech. If it got to a stage where RV interfered in running Altech or CV in Altron, it 
would ultimately result in conflict. RV has given CV the latitude to run Altech as he 
sees fit, with the board of Altech making the decisions (at Altech board level, RV’s 
contributions are listened to. However RV does not interfere, but oversees.)  
At the time of the succession, there was some competition between them, but this is 
no longer. CV reports that the competition between them that developed when they 
were both springbok tennis players has helped them in terms of running their own 
aspects of the business. The competitive aspect of tennis has played a major role in 
preparing them to run a big business. ‘Competition in tennis or in business - it’s the 
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same,’ he argues. He adds that the key is in building up that competitive fire where 
you don’t want to lose and he thinks that has been very good for the company. 
RV agrees that competition exists and that it’s both good and healthy. Competition 
has existed since they were a mere five years old. BV reports that ‘there is 
competition between CV and RV and it’s healthy. It’s been there since they were 
both very young, and mostly through sport.’ This has potentially made an impact on 
them and turned them into the successful people that they are today. 
3. Empathy and situations out of hand 
It is evident that empathy does exist between family members. CV reports that they 
all recognise the importance of the family sticking together as well as the importance 
of them communicating with each other in a constructive manner. 
RV reports that ‘nothing has ever gotten out of hand. Empathy, integrity and 
emotional intelligence are inherent in both of us and this has helped to resolve rifts. If 
there was a case of a rift getting out of hand, it would have taken place as early as 
2001 – all the ingredients were there. CV could have resigned from Altech and 
established a competing business to the group. This loss would have consequently 
broken up the family unit; Altech in turn would have lost their CEO. At the time CV’s 
business was performing better than RV’s business, Powertech. CV had also been 
with the group longer. He never worked in the US. He finished his studies and came 
directly back to South Africa and put in more time at the company.’  
BV reports that they have empathy with one another, relating to the succession 
selection event. This was a good example where empathy was demonstrated by all 
parties, i.e. RV, CV and BV. BV’s sons are aware of the difficulty he experienced in 
making that decision and they clearly understand the reasoning thereof as well as 
the greater good of that decision. 
As reported, situations have not advanced out of hand from a family perspective, as 
BV’s sons have a mature approach to the business and the family. They are able to 
see the bigger picture and to acknowledge that they need each other in order to 
make Altron a success. 
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E - Leadership   
1. Lessons (for example from the founder or life experiences) instilled at a 
early age to ensure continuity of the business 
CV reports that ‘from an early age we were exposed to business talk at the dinner 
table. The business talk subconsciously made an impact on both RV and myself and 
is of benefit to us today.’ He highlights that his father had a strong-handed approach 
to discipline, which has rubbed off on RV and CV. Other influential elements of their 
father’s parenting style that become evident include cost consciousness, paying 
attention to detail and other cultural aspects. These elements have been adopted by 
both RV and CV to ensure the sound continuity of the business.  
Additionally, the humble beginnings of his father have helped RV and CV recognise 
the truth within such adages as ‘one needs to earn ones stripes’, ‘one does not get 
anything for nothing’ and that ‘money does not grow on trees’. Both CV and RV 
recognise the hardships that their father went through to establish the business. CV 
reports that ‘as a child, my father had to take a tram, and two busses to get to 
school; it was tough.’ In addition, he was a technician for a period of time. He 
explains that both his father’s earlier and later life experiences have shaped them 
both. His father’s life has also contributed to him gaining a better perspective when 
things get tough at Altech. For example, when it gets extremely tough, he climbs into 
his car and drives to 8 Lancaster Rd, in Kensington, Johannesburg, to the old 
corrugated iron-roofed house where his father grew up. He says that, ’when looking 
at the house, the effect of its humbleness shocks one back into reality and puts 
things into better perspective that life could be a million times worse.’ 
As reported earlier, both RV’s and CV’s educations were acquired with the help of 
tennis scholarships which meant that they were ultimately responsible for their own 
studies. In CV’s personal education process, it taught him that one needs to be self-
motivated, earn one’s way through life, and that one has to work hard to achieve 
one’s goals in life. He also became accustomed to the ‘don’t give up’ mentality. This 
trait is highlighted in an incident when he told his father that he had decided he was 
no longer going to play competitive tennis. His father was unbelievably angry and 
said, ‘you’ve been playing and winning tournament since you were five years old and 
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‘Venters’ don’t give up easily. Only when CV mentioned that he was going to study 
for an MBA did his father calm down.’ His decision to obtain an MBA was self-
motivated from his perspective, but was substantially aided and supported by 
pressure from his parents. Additionally, his self-motivation resulted in him gaining no 
fewer than four degrees. 
RV reports that ‘aspects such as work ethic, attention to detail, the need to avoid 
being frivolous with money, and cost consciousness,’ were inherently instilled in him. 
His father still enjoys bartering with vendors in supermarkets today. RV highlights 
that it’s not about the money but rather about getting a good deal. He advises, when 
purchasing something, that one be vigilant and check that one is not being ripped off 
- ‘one should require two or three quotes for a CAPEX and check that one is 
spending the money in a proper way. It’s kind of personal upbringing and much of 
that gets translated into the way the business is run.’ 
BV states that some of the traits that have been instilled in him were the desire to 
succeed, to always develop a sense of ‘familiness’ between the leader and his 
subordinates, and to be honest, loyal and dedicated. Additionally, lessons learnt from 
his father were mostly, work hard, never to give up and to always try and better 
oneself in life. 
2. Leadership traits most important in ensuring succession and continuity 
CV reports that the key element for RV and CV was the requirement that one be able 
to make unpopular decisions. He elaborates that one has to make a decision, rather 
than not make a decision at all, even if it creates conflict and upsets some people.  
As reported, previously, leadership traits mentioned in BV’s book such as empathy, 
commitment, respect, motivation, technical knowledge, ethics, and transparency, 
were part of the culture and contributed to the success of the group. 
CV and RV admire that their father had to work hard, that he had many hardships to 
endure, that he came from an impoverished background, that he had made many 
sacrifices to be successful, and that he persisted in his never ending pursuit to 
continuously improve himself. RV states they will always uphold the valuable 
recollections of his father and pass them onto their children. Additionally, RV reports 
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that ambition, vision, communication skills, and business skill together with maturity 
have been the most important factors in ensuring succession and continuity in a 
family business. 
3. Admired traits or strengths of the founder 
RV states that he admires his father’s achievements in being a self-made individual 
who grew up in an impoverished neighbourhood. He didn’t have a great education 
and was from a very humble background. RV’s grandfather was brought up in an 
orphanage. He admires, therefore, the strength of his father to have overcome those 
many obstacles and which have resulted in the many achievements of his business 
career. 
RV admires mostly his father’s never ending, restless pursuit to improve the 
company and himself, to always do things better. For example, at the age of 67, he 
studied for his MBA degree and followed by a masters degree and a doctorate. 
Furthermore, at the age of 78, his father still wants to do so many other things in his 
life despite having being advised to enjoy the fruits of his labours. 
4. Trust, integrity and commitment a fundamental trait in leadership 
CV conveys that ‘trust and commitment are absolutely paramount in leadership.’ 
Throughout their upbringing these traits were regarded as sacrosanct, and added to 
this was hard work. He elaborates that ‘a lot of people may say, “you are fifty, you 
have a young toddler, you barely see him, you’ve worked for Altech for twenty four 
years, you don’t have to get home at nine o clock at night; you don’t have to do this”’ 
He explains that somehow through their upbringing, the leadership traits that his 
father instilled in them over so many years emphasised that hard work paid 
dividends. ‘Nothing comes for free, so apply yourself and dedicate your efforts to 
achieve success’ he says. He believes these instilled traits partially explain why RV 
and CV are so committed to the group. 
RV and BV state that the only way to instil trust, integrity and commitment is by 
leading by example. RV states commitment and integrity need to be consistently 
proved in different circumstances. By making a consistent decision despite the 
circumstances, trust is acquired. 
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BV similarly reports that trust, integrity and commitment are fundamental traits of his 
leadership. He has passed on these traits through leading by example. These traits 
evolve over time. These traits are evident in CV and RV. Notably their relationships 
are very strong with each other. Thus trust is there, as this is the grounding for any 
healthy relationship. They know each other’s strengths and weaknesses intimately 
(through growing up and their involvement in sport). They both have shown great 
commitment to the company, as they have both been a part of the company for more 
than twenty five years. 
5. Selection criteria (i.e. skills, leadership traits) used for the leadership 
transition 
BV reports that the selection criteria used for the CEO position especially suited the 
strengths of RV. He is also older than CV, which was another major consideration. 
Certain skills and traits would be generic for future positions, however as the 
business grows the selection criteria for future positions may change. Thus, if one 
has certain strengths that are not aligned to the current position requirement, it won’t 
necessary mean the family successor next in line would be granted the position, i.e. 
a non-family member may be more suitable for selection. 
6. Major changes in the business that resulted from a change in leadership 
CV has been with the group for 24 years. Whilst in the COO position, he tried to 
prove himself with the 50 percent of Altech. He views that he did well – particularly 
with Autopage, Netstar and Altech Card Solutions. All three continue to be sizeable 
contributors to Altech, as well to the Altron group as a whole.  
CV explains that when he took over, the share price did not fall; customers did not 
leave and there were no external consequences. The share price was R4 when he 
took over and it’s now at R55. When he inherited Altech, the company had faced 
hard times, the share price was an all time low and subsequently they started 
several green field businesses such as Altech UEC who produce and manufacture 
all the software and hardware for multi-choice decoders and PVR’s. 
CV states that leadership changes in Altech have paid significant dividends. Reunert 
was the closest competitor to Altech and Altron. CV surmises that ‘when Reunert 
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saw that RV and I would be working as a team and there’s not been a rift in the 
family, that we have stuck together, with our father still giving us guidance and 
wisdom, they must have realised that Altron may be quite a powerful family 
scenario.’ In CV’s opinion, Reunert would have preferred to see the transition take a 
negative course, for example to have seen CV leave the group, and join Motorola or 
Intel. In terms of their competitor’s reaction to the transition, RV reports that 
everything has remained stable, they did not lose customers. In some ways their 
opposition tried to copy them in terms of their structural ways (i.e. Altech, Bytes 
Powertech etc). There was no negative reaction. 
In terms of the opposition’s reaction or external consequences, RV reports that it 
was a positive reaction, the share price was at R4 and they are now at R26. The 
growth in the share price indicates that the transition has been positive. The 
business did not come to a dead halt and there were no external consequences.  
RV explains that the positive outcome was initially brought about by his father, who 
proposed that he select his executive committee. His father preferred not to be part 
of the group committees as he wanted RV to be seen as running the show. 
Subsequently, his father established another committee ‘The Office of the 
Chairman,’ consisting of three senior members, which included retired ex-employees 
of Altron who had been with the group for many years and still had significant value 
to add. This office has many benefits and uses. RV states as an advantage, there 
are different layers of expertise that he can draw on within the group structure. The 
idea behind the ‘Office of the Chairman’ was to have people on board that had been 
with the group from the beginning, and who would provide invaluable advice. 
BV reports that his children were groomed for the business from an early age, thus 
the transition impact on the business resulted in no major changes to the business. 
His children enjoyed an excellent education, achieved excellent academia 
achievements and international working experience; they also had many years of 
working experience at Altron, occupying different positions within the group. Thus the 
change was relatively painless. Members from the rest of the group had respect and 
full support for the new leadership based on the difficult route that CV and RV had to 
take to get there. The only business change was the one that RV was instructed to 
accomplish, which was to help simplify the group into more focused structures. 
 82 
 
BV reports that his ‘partners’ were schooled to accept his choice of successor. They 
were prepared over time as they were aware that Altron was ultimately a family 
business - thus the prospects of always having a ‘Venter’ at the helm had an almost 
certain probability. Additionally, they had been exposed to RV and CV over the years 
and were thus cognisant of their achievements, work ethic, personalities and 
leadership potential.  
F - Second generation 
1.  Aspirations to build a company that is even stronger 
Both CV and RV aspire to build and grow the group. RV reports that ‘that’s what it’s 
all about. If one is a driven person, one would want to add value and see that value 
added.’ 
From an Altech perspective, CV states that their goal at Altech in the next three to 
five years is to double the revenue, and the profits. Currently, Altech sales are R10 
billion and they make R700 million in operating profit. His goal is to have a R20 
billion turnover business, with approximately R1 billion operating profit. He has given 
these mandates to his executives. This target would be achieved through 
acquisitioned growth and internal growth. He points out there is a ‘family 
commitment’ to take the business to ‘even greater heights.’ 
2. Challenging aspects in maintaining the business at the founder’s level 
CV reports that the culture that the founder has instilled and the foundation he has 
laid in Altech and Altron are going to continue for years to come. He maintains that 
RV and CV will instil the same traits in the third generation. However, one cannot run 
a business using the same strategy as the founder (namely to keep the business 
being a distribution unit); businesses have to evolve in today’s rapidly changing 
environment. He relates to the changes that Altech has undergone from being a 
distribution to a software-based company, i.e. Netstar. He states if they did not 
change they would not have the group they have today. The reasons for this are 
mainly due to macro forces such global technology growth advances and paths. He 
elaborates that change is more rapid today; RV and CV have had to be cognisant of 
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technological global trends and to be certain that Altech and Altron were at the 
forefront of them. 
Following in his father’s footsteps has posed a significant challenge for RV. However 
he has been prepared for that. He reports that ‘wherever his father went, people 
knew who he was and what he had achieved. The challenge was that it was 
inevitable that people were going to compare us and our abilities. They were going to 
say, the old man did this, Robbie did this, this is better or that was better.’ 
In terms of his preparation RV reports that ‘the only way to deal with critics, is to be 
committed, and make your own decisions (and hopefully one is making the right 
decisions). Ultimately over time that will be recognised.’ He acknowledges that it will 
take time, ‘as there will always be the risk that people might say that the business 
will fall apart without the founder, or this business without Dr Bill Venter is only half 
the business.’ 
The challenge in maintaining the business at the founder’s level has resulted in RV 
being frustrated with the slow progress in achievement compared to his father’s rapid 
rate of achievement. However, his father recognises that the business dynamics 
have changed dramatically. RV reports that there were times where he felt frustrated 
that his father had achieved so much in such a short period of time: ‘one tends to set 
the same targets for oneself’. He indicates that to grow earnings at 20% per year, 
when one has a R15 billion company, in comparison to growing earnings at 20% 
when one is a R100 billion company, is ‘a totally different ball game.’ In addition, to 
get more done has been frustrating for him. However, if he looks back over the last 
ten years, he can see the benefits. He believes the opportunity for significant levels 
of achievement in this phase of the business cycle have partly levelled out compared 
to his father’s founding phase. 
In terms of having high expectations of his children, BV reports that ‘he was harder 
on his children, more so than other employees.’ However he maintains that ‘one 
needs to have high standards to be a market leader.’ He states that the business has 
evolved significantly since he has was at the helm. The group has faced rapid 
technological, market, and environment changes and continues to do so. This type of 
change was not so extensive in the early days. He acknowledges that his sons have 
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some enormous challenges to overcome from many areas, such as the current 
recessive economic climate, external governmental forces (BEE), corporate 
governance, globalisation, and increased competition. However they also have 
opportunities, such as expanding into Africa. 
3. Management style compared to the founder 
CV reports that his management style is almost identical to his fathers, that being, 
dedicated, entrepreneurial, tough but fair, direct and passionate. 
RV explains that his style is more collaborative. He explains the reasoning why his 
father’s style is different to his ‘in the past general management tended to be more 
autocratic than what it is today. Today it is more of a collaborative approach to 
decision making. That’s not that one is right and the other one is wrong and typically 
when it’s an entrepreneurial business, one needs a strong leader who takes 
decisions quickly and makes the correct decisions – which was very much his 
father’s style. As the company got larger and as business conditions changed, 
collaborative decision making became the approach. There were more role players 
then and his father did acknowledge that he could not just make his own decisions.’ 
BV reports that his style ‘is more entrepreneurial comprised of making fast, direct 
decisions, having high standards, and being tough but fair.’ He can see correlations 
of these traits in CV and some in RV, however more so in CV. The entrepreneurial 
style that he used in the founding stages of the business was appropriate. However 
as the business got larger, decisions have resulted in collaboration. He 
acknowledges that his children’s management style may need to be different than 
his based on the present business cycle they are in. 
4. Second generation tasks versus those of the founder 
Both RV and CV report that their father does acknowledge that they have complex 
tasks to deal with. However, the level of toughness, in their view, remains the same 
as is it was in their father’s era. Overall, CV concurs that today there are more 
complex elements to deal with. CV reports that he acknowledges that it was complex 
in father’s era; however it was considerably different. His father had his own 
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challenges to face. He states that overall, today there are more complex elements to 
deal with especially those dealing with competition and empowerment. 
With regard to complexity and toughness in today’s business environment, the 
following have been highlighted as the main contributors. They are: increased 
competition, the current economic climate, keeping up to date with the rapid 
advances in technology, acquiring new skills and resources, government policy, the 
large and growing scale of the group.  
5. Pressure to make a success, despondent to throw in the towel 
Both CV and RV agree that there are big shoes to fill. Their father has an 
overwhelming reputation, thus they are committed and determined to continue 
striving to uphold his legacy. They have been in the spotlight for many years thus 
have been well prepared to deal with the pressures of the business. Lastly, the 
benefits of holding a leadership position in a family business far outweigh the 
drawbacks and thus they are determined not to fail. 
6. Preparation to deal with business challenges presented thus far and in the 
future 
Both RV and CV, as reported, have been well prepared in terms of both education 
and experience. They have had experience in different areas of the group, RV in 
Powertech, Aberdare and Lascon, and CV has also moved around as per his father’s 
aspirations.  
RV explains that ‘moving around in the group prepares one for some of the future 
challenges that one may need to overcome.’ Additionally, his father placed both of 
them in especially tough businesses to prepare them for the future. He explains 
further that having been in a business where one has to make difficult decisions, 
such as telling a person that they don’t have a job anymore, prepared them really 
well and was perhaps one of the reasons why Altron has got through this difficult 
business period much better than their peers. 
7. Dealing with complex business challenges in light of the second generation 
being at the forefront of decision making processes (BV) 
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BV reports that all decision making is done in cohesion with his older children. They 
use a collaborative approach. Altron and Altech are both JSE listed companies, thus 
decisions need to be passed by all the majority and minority shareholders, i.e. via 
the board. There are cases where he would advise them accordingly, however this 
would be done in a debate-like discussion, rather than an autocratic manner. 
8. Responses to the statement that “the environment created by one 
generation results in difficulties for the members of the next generation – 
hindering their ability to solve problems, exacerbating conflicts among 
them, or stifling them and making them so frustrated they leave.”  
In terms of their father still being partially involved and the environment this has 
created, CV reports that this has not exacerbated conflicts; the environment created 
by his father has not hindered their ability to solve problems. He says, ‘we have built 
a large, successful family business that has run into the second generation and 
hopefully will run into the third generation.’ 
As reported previously, the timing of the succession and the ability of BV to change 
his role significantly and shift his focus somewhat to other areas of interest (such as 
completing an MBA, M.Phil, and a doctorate) has played an important role in 
preventing conflicts.  
RV reports, ‘it was probably the fundamental action that he did to make the 
succession a success, that changed the way he acted and how he ran the business, 
which he had never done before. For thirty five years he ran the business the same 
way.’ RV states that this was his biggest fear regarding whether his father could 
change. RV could not comprehend that his father could in fact change, as that was 
the way his father ran the business – which ultimately was going to be very 
disruptive to succession. He explains, ‘BV stepped back, all credit to him, and he 
really did give the power and passed the baton.’ 
RV adds that his father obtained his MBA at the age of 64, which probably took his 
focus away from the business during the succession stage, and allowed him to give 
full control to RV. ‘If he had had too much time on his hands (i.e. not done his MBA),’ 
RV continues, ‘that may have changed things.’ 
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9. Utilisation of the founder’s expertise, advice and guidance at this stage in 
the business cycle 
Both CV and RV utilise BV’s expertise, advice and guidance at this stage in the 
business cycle. BV has a considerable amount of experience, which is 
acknowledged and utilised daily. CV reports that ‘one can’t buy forty five years of 
experience.’ His father has been involved in the group for so long, albeit as non-
executive chairman, being part of the ‘hard knocks,’ the negotiations, the 
complexities of negotiation agreements, signing agreements, linking up with multi 
nationals, and so forth. His father’s guidance, wisdom and expertise are essential 
and are very well accepted. They are also an important part of the business cycle. 
The discussions with their father are selective and are not based on the details of a 
particular area of concern. RV states that his father has a good ‘gut feel’ for business 
and the behaviour of people. The discussions that they are likely to have are more 
focussed on confirming that RV is on the right track and analysing the bigger picture. 
BV reports that ‘they utilise my expertise and guidance, [and] if they feel differently 
on a particular subject, they just debate it.’ 
10. Non-business achievements and talents (i.e. in sport, academia, 
philanthropy)  
Tennis has been a major sporting medium in the lives of both CV and RV, which has 
provided many opportunities. Because of their sporting excellence they were able, 
amongst other things, to receive scholarships to study in the United States. Neither 
of them has many outside interests outside of the business, which is similar to their 
father’s experience whilst he was building the company. 
CV reports that he was a Springbok tennis player. He had a scholarship to UCLA 
where he played professional tennis for three years. He was ranked fifth in the world 
as a junior; he played junior Wimbledon, US Open and the French Open. Through 
tennis, he received a scholarship to acquire four degrees namely BComm, BA in 
psychology, MBA and an MSc. He then worked for a year abroad and subsequently 
returned to South Africa. 
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RV states that his non-business achievements were mostly in sport, he was a 
Springbok tennis player. He had a junior world ranking of number five in the world, 
and at senior level he was number 65. He received exposure to international players 
such as John McEnroe, Ivan Lendel and Janick Noah. RV states that whilst 
philanthropy is mostly Venter family driven; he has undertaken a few things in a 
personal capacity. 
RV reports that he does not have many outside interests and does not sit on other 
company boards. However, he does sit on the Roedene Girls’ School committee as 
Chairman. His daughters attended the school before moving to the United Kingdom; 
and this enables him to contribute to a discipline like education. 
As has been mentioned above, BV has undertaken many philanthropic acts in his 
personal capacity such as libraries, under privileged citizen homes and several 
hospitals. Others examples are sponsorship of many schools for underprivileged 
communities for Nelson Mandela in the Transkei and elsewhere.  
11. The impact of sport on the development of the business person or the 
successor one is today 
Both CV and RV agree that sport, especially, has made an impact on them and 
contributed significantly to the business people they are today. As previously stated, 
sport was a gateway in terms aiding the development of both CV’s and RV’s careers. 
CV explains, ‘if it wasn’t for tennis, I wouldn’t have got a scholarship to play tennis for 
UCLA. If I didn’t go to UCLA, I wouldn’t have got a BCOM, or a Master of Science or 
an MBA.’  
As reported, sport aided the development of many personal traits such as performing 
well under pressure and having self-discipline. RV reports that ‘sport provided 
various elements such as the competitive spirit, [and the impetus] to be independent, 
to experience new places (different city every week), and to become mature very 
quickly.’ Additionally, tennis provided him with a platform to learn how to perform 
under pressure and ‘to perform when one is in the ‘spotlight’.’ He states, ‘tennis is 
not a team sport, one wins or one loses, it’s a cold clinical assessment of oneself if 
one won or one lost.’ 
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12. Aspects from one’s non-business achievements contributing to being a 
successful business person 
Many non-business elements have been gained through sport, academia, personal 
interests and personal development, as reported by CV and RV. Both believe that 
sport has prepared them to be competitive and disciplined, and provided them with 
the will to win. CV concurs that tennis has contributed to making him very 
competitive. He has other personal interests such as being a helicopter pilot. He 
states, ‘this has been a challenge outside of the business. This allows me to get my 
mind off the business and has also contributed to me being a more disciplined and a 
sharper businessman.’ 
With regards to academia and the importance of non-business subjects such as 
psychology, CV explains that at university, he was forced to take external subjects to 
his business degree in order to obtain a broader base. He was intrigued by 
psychology; and was consequently this prompted him to do a psychology degree. He 
had no idea how important a psychology degree would be in his future business 
career. The degree has helped in terms of motivating people, encouraging 
teamwork, how one goes about building a team, communication and negotiation. He 
states further that ’80 percent of negotiation is psychology.’ 
RV claims that tennis had the most influence on their personal development. His 
father supported tennis, indicated in that, at times, they would have tournaments in 
Krugersdorp and his mother or father would have to drive them out there. His father 
gave them the opportunity to pursue these talents and provided the financial help. 
In terms of the characteristics acquired though sport that are inherent to the business 
environment, RV highlights that ‘there are many aspects of sport which parallel with 
business survival. For instance, tennis is very tactical; it requires a lot of intelligence, 
these traits one can use in business – one day one is playing well, the next day one 
is not. There are always different conditions.’ 
4.3. SUMMARY 
Chapter four provided the research findings from the interview process. The findings 
have been summarised and discussed in their subsequent sections. Attributes that 
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highlight successful succession as drawn from the interview data correspond 
significantly with those discussed in the literature review. The conclusion and 
recommendations will follow in chapter five. 
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CHAPTER 5 
 
CONCLUSION AND RECOMMENDATIONS 
 
5.1. INTRODUCTION 
Chapter five will provide the details of the research conclusions as they relate to the 
research objectives. These are discussed below. The difficulties and limitations 
experienced during this research will also be discussed. Additionally the chapter will 
include succession planning recommendations and recommendations for future 
research. 
5.2. STUDY OBJECTIVES 
The main objective of this study was to determine what main features are evident 
in Altron and the literature to promote successful family business succession 
and continuity. 
A literature review was undertaken to answer the main question; this was discussed 
in Chapter two.   
- Chapter two explored family business literature holistically by reviewing the 
definition of a family business, the different models used in understanding the 
nature of family businesses and how these models are used in relation to 
Altron. It is recognised that family businesses have a number of advantages 
over non-family business and that poor succession planning is a major factor 
in the continuity of family businesses. In addition, the challenges of 
succession planning, the succession process within Altron, and characteristics 
of successful successors were also analysed. 
The following sub questions were addressed in order to solve the main research 
question: 
- The sub questions, how do generational changes impact each other, what are 
the major characteristics of the family owned business succession process 
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and what are the views of the predecessors on the succession process and 
the post succession period were answered in the literature findings in chapter 
two and the findings drawn from personal interviews discussed in chapter 
four. The outcome of the literature review was the identification of six focus 
areas which formed the foundation for the questionnaires used to conduct 
interviews reported on in chapter four. The focus areas were: relationships, 
conflict, shared vision, succession process, effective succession 
characteristics and continuity. 
5.3. EVALUATION OF RESEARCH FINDINGS 
The research findings will be discussed in relation to the literature review covered in 
chapter two and the interview results documented in chapter four. Only the key 
themes evident to the researcher within the findings are discussed. 
Hilburt-Davis and Gibb Dyer (2003) highlight key points that illustrate the features of 
healthy and successful family businesses. For the purpose of the evaluation, this has 
been used as a ‘holistic check-sheet’ with which to review the findings. Overall, the 
research conducted for this study is in agreement with that done by Hilburt-Davis 
and Gibb Dyer (2003) and Lannarelli (2010) in that the main features of healthy and 
successful family business are: individuals can manage themselves and have 
relationships with others; the family has the ability to resolve conflicts with mutual 
support and trust; boundaries between work and family are appropriate and 
respected; knowledge is used wisely and is not blocked by unresolved relationship 
problems; communications are open and clear; individuals are flexible and able to 
use advisors wisely; family has the ability to make decisions and move forward; 
family is clear about goals and navigates toward the goals; family has good direction 
and leadership; intergenerational boundaries are appropriate and respected; 
knowledge is developed and mobilised as collective intelligence; the organisation 
and its members make use of knowledge to adapt to a changing environment and 
produce a sustainable, competitive advantage for the business; decision-making is 
based on knowledge and expertise; responsibility and authority are balanced; 
leadership is spread throughout the company/family; succession is planned early; 
the mission and goals are clear; there is a functional board of directors with outsiders 
on it; and there is a sound plan for succession and transfer of ownership over the 
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generations; the business uses family values in strategic planning; boundaries are 
porous and allow appropriate exchange of information between systems; each 
system uses goals and values to steer the course; and individuals understand the 
core competencies of one another and of the company. The findings from the 
questionnaires, when compared to the above points concur with these points 
completely.  
Research (Tapies & Ward, 2008:14; Aronoff, McClare & Ward, 2003:4; Le Van, 
1999:85; Gersick et al. 1997:193) states that succession should be defined as a 
process. This is clearly evident in interview findings in that both RV and CV have 
undergone a lifelong process which involved spending considerable amounts of time 
with their father in their youth, acquiring external experience and high quality 
educations (UCLA) in the United states, starting at the bottom of the company, 
earning the respect of their working colleagues and acquiring business skill and 
competence over time, which has resulted in a successful succession. 
Another key factor and a commonality between the literature and the case study that 
has resulted in the success of the Venter transition is that the two Venter brothers 
are aware of each other’s strengths and weaknesses; i.e. individuals understand one 
another’s core competencies as highlighted by Hilburt-Davis and Gibb Dyer (2003). 
They are thus able to leverage their weakness off each other. For example, Craig is 
a more direct, entrepreneurial person, who favours being involved in operations, 
hence his appointment to the position of CEO of Altech. Robbie is not an operations 
person, instead, his strengths are aligned to shareholder interaction and managing 
corporative governance, amongst others. However together, they are able to present 
a considerable strength for the family business as a whole currently and for the 
future. 
Another aspect worth noting is the prevalence of “familiness”. As indicated in the 
opening chapter, this represents the company’s core set of values. The familiness 
culture is prevalent in the company and has been emphasised in the group’s mission 
statement. Furthermore, the founder has done extensive family business research in 
his MBA and Doctorate. This research initiated by Dr Venter has indeed helped 
preserved his legacy and this presents a strong parallel to literature highlighted by 
Aronoff, Mc Clare, and Ward (2003:5) in their assessment that many business 
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owners hope to accomplish more with their businesses than just the survival of 
themselves and their families. They desire a kind of immortality, to create or 
preserve something significant and strong enough to endure beyond their lifetimes. 
Having stated the above, the Venter family, despite being very wealthy, are 
exceptionally humble. Craig and Robbie have taken cognisance of the hardships 
their father had to endure to achieve success. They have been taught from an early 
age that ‘hard work is what pays dividends;’ that ‘there are no short cuts in life,’ and 
that one should not waste money. The foundation provided by these values has 
played an important role in the success of their leadership and has contributed to the 
success and continuity of the firm. This finding of the research should not be 
underestimated in its role in the continuity and success of family businesses. 
With regard to love, appreciation and respect, Huber (1999:117-122) states that lack 
of appreciation, recognition and love is the number one succession obstacle. Huber 
argues that the senior generation desperately wants appreciation from their adult 
children, but they deny to their dying day that they need it. The younger generation 
has the same issue. They continue to seek recognition from their parents for their 
accomplishments and uniqueness. The lack of feeling recognised and appreciated 
underlies many of the problems in family-owned businesses. In the case of the 
Venter family, particularly Craig Venter, this parallel to literature is evident in his 
stating that there could be more recognition from his father, and from the board, 
however at the same time asserting that he did not need it. This confirms the findings 
in literature, and is another aspect of succession that is of particular importance. 
The literature (Cater & Justis, 2009; Tapies & Ward, 2008:16; Le Van, 1999:25; Kets 
De Fries, 1996) states that the relationship between the successor and founder 
should be sound and is a fundamental aspect of succession. In terms of the findings, 
the relationship found between Craig, Robbie and Dr Venter are healthy. There is a 
high level of respect, maturity, trust, open communication, confidence and support 
which has resulted in a solid relationship between the family members. They have 
both been given the freedom (however in a collaborative fashion with their executive 
boards) to carve out their own decisions without the interference of the founder. 
These elements have helped eliminate potential areas of conflict. As highlighted 
above, conflict would a have arisen at the time of the succession transition 
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(particularly after the selection of Robbie over Craig), yet this conflict situation was 
handled in a mature way where outcome suited both parties. They have overcome 
that hurdle quite amicably and this has set a precedent for overcoming any obstacle 
presented to them in the future. As indicated in the literature, relationships play a 
pivotal role in successful succession and continuity. 
In terms of timing and the first generation’s ability to let go at the right time; this 
element has made a considerable impact in the success of the Venter succession. 
Dr Venter loosened the reins over a period of time; this was not a sudden event, 
rather a gradual process. He changed his position from being to CEO of Altron to 
chairman of Altron and finally to being non-executive chairman over a ten year 
period. In this period his roles changed significantly. The process meant that his 
expertise, support and business acumen were utilised and effectively transferred to 
his children. Whilst in the process of ‘letting go,’ he focussed his efforts on something 
other than the business by undertaking an MBA specifically focussing on family 
businesses and succession. His choice of topic showed the founder’s astuteness in 
gathering research material which additionally helped guarantee success in their 
transition and in identifying the processes that would be followed in future 
generations. 
Education also needs to be mentioned as both Craig and Robbie have excellent 
credentials from the one world’s best academic business institution (UCLA). They 
both have more than one degree; Craig, notably, has four degrees. This illustrates 
their preparedness for taking on leadership positions within the corporate 
environment. Brockhaus (2004:166) states that the following criteria are often used 
in evaluating a potential successor’s abilities to meet the strategic plans of the 
business: education, technological skills, managerial skills and financial 
management skills. It can be said that both Craig and Robbie meet these criteria 
comprehensively.  
In addition to the above points, the list below is a summary of the key areas that 
have resulted in the successful succession in the Venter family. The points deemed 
important by the researcher also correspond with those identified in the literature: 
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1) An understanding that succession is a lifelong process beginning with 
education, and followed by the children’s introduction to the business, 
establishing relationships with the founder, enabling the continued use of 
accumulated idiosyncratic knowledge of family members, and finally the 
children taking over and being supported by the founder; 
2) Experience gained outside of the firm; 
3) Quality education gained in the areas that suit the business; 
4) Knowing the business well; 
5) Wanting the responsibilities to lead and serve; 
6) Healthy relationships between founder and successor; 
7) Having a share vision and shared values; 
8) The founder knowing the children’s core competencies; 
9) The founder providing the children with opportunities to gain experience within 
the firm (allowing one to fail); 
10) Gaining the respect of fellow works by working one’s way up from the bottom, 
making sacrifices and showing commitment; 
11) Having a well thought out process, and a detailed plan; 
12) Having the will to succeed, having inherent competitive traits; and, 
13) Ensuring that that the second generation continue to be hungry and 
motivated by absorbing the founder’s legacy and that it continues to be 
transferred to future generations. 
With regard to leadership traits that help to ensure successful succession and 
continuity, the study has highlighted the following traits that should be taken 
cognisance of, they are: commitment, respect, motivation, technical knowledge, 
ethics, vision, maturity, sacrifice, humility, respect of elders/others, determination, the 
will to succeed and the strength to overcome obstacles. 
In terms of establishing continuity, a firm needs to adapt well to change. From the 
study it is evident that Alton has undergone many changes in structures and 
leadership. RV explains that ‘through Altron’s change in leadership in 2001, the 
board’s brief to him was to simplify the group into its core areas and structures. Over 
time the business has evolved, thus one requires different structures at different 
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times.’ Simplification has resulted over the last seven years which is evidence of how 
the group has adapted to change over time. 
It is important to address the frustrations experienced by the second generation in 
maintaining the business at the founder’s level as this can impact negatively on the 
continuity of the business. The founder needs to recognise that the business 
dynamics have changed. RV reports ‘there were times where he felt frustrated as his 
father had achieved so much in such a short period of time; one tends to set the 
same targets for oneself. He indicates that to grow earnings at twenty percent per 
year when one is a fifteen billion rand company, in respect to a company, to grow 
earnings at twenty percent when one is a hundred billion company, is a different ball 
game. In order to get more done quicker has been frustrating for him. If he looks 
back over the last ten years he has started to see the benefits. He believes the 
opportunity for significant levels of achievement in this phase of the business cycle 
have partly levelled out compared to his father’s founder phase.’ 
Management style is another pertinent factor highlighted in the study which may 
contribute to the success of a family business. In the case of the Venters there are 
two styles adopted: RV’s collaborative style and CV’s entrepreneurial style (similar 
style to that of his father). The two styles can be viewed as strengths based on the 
situation and the cycle that the business is currently going through. These different 
management styles inherent in both RV and CV can be viewed as providing the 
company with a competitive advantage. RV explains that today one finds more of a 
collaborative approach to decision-making. That is not to say  that one is right and 
the other wrong, but typically when one has an entrepreneurial business, one needs 
a strong leader who takes decisions quickly and makes the correct decisions – which 
was very much his father’s style. As the company grew larger and as business 
conditions changed, collaborative decision-making became the dominant approach, 
there were more role-players and his father did acknowledge that he could not 
simply make unilateral decisions. 
Opportunities to fail, to be competitive, to feel pressure, to make mistakes, to win, 
and to lose are important aspects that contribute to successful leadership and 
succession of a family business. This study highlights the ways in which sport can 
contribute to the success of family businesses.  
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5.4. PROBLEMS AND LIMITATIONS 
It was originally planned to interview five respondents, namely Blane, Marc, Craig, 
Robbie and Dr Bill Venter. Unfortunately, permission was only granted to interview 
Craig, Robbie and Dr Bill Venter. Furthermore, the limited availability of all three 
interviewees, posed a real challenge (including personal cost and personal leave 
from work) in scheduling interviews, which ultimately affected dissertation milestone 
dates. This resulted in having to pursue two trips to Johannesburg at different times 
of the year to undertake the interviews.  
In addition to the logistical hurdle of securing the interview, the interview data was 
significantly rich as this resulted in eight hours of interview data. A considerable 
amount of time and effort was required in order to simplify this and capture it in 
chapter four over a three month process. 
5.5. RECOMMENDATIONS 
Recommendation 1 
The researcher is in agreement with the recommendation posed by Gwiliza (2005: 
80) that a family creed is an important factor in ensuring success. Gwiliza explains 
that a family creed as a framework for outlining the basic values and beliefs of the 
families as they relate to the business. In terms of the research done in this study, 
this element is highly evident in the concept of ‘familiness’ prevalent at Altron. 
Recommendation 2 
In terms of the traits of success as achieved at Altron, the following is recommended: 
The grooming period focuses on developing a strong relationship to allow for ease of 
transition; this needs to be highlighted from the study (i.e. the longer the grooming 
period the less susceptible is the succession to failure). BV reports that his sons 
were groomed from an early age, and thus the impact of the transition on the 
business resulted in no major changes. His children were both provided with an 
excellent education, excellent academic achievements, and international working 
experience; they also gained many years of work experience holding different 
positions at Altron. As a result, the change was relatively painless. The rest of the 
group had respect and full support for the new leadership based on the difficult route 
that both had to undergo to get there. 
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5.6. SUGGESTIONS FOR FUTURE RESEARCH 
The researcher has suggested the following research be carried out in the future: 
- A comparative study of second generation versus third generation transition. 
The objective would be to highlight the complexities associated with running a 
successful family business in the third generation versus the second 
generation; 
- A study of successful multigenerational family businesses whereby the 
founder legacy has perpetuated throughout the generations. The objective 
would to determine whether the legacy of the founder continues to influence 
the generations that follow, to what degree, how many generations it has 
continued to influence, and whether this has contributed to the continuity of 
the family business; and, 
- A study on multigenerational family business to derive key success aspects in 
order to ensure sustainability for long term success. This should address 
aspects such as how to deal with more than one generation in the company. 
5.7. CONCLUSION 
This study has highlighted many aspects which contribute to successful succession. 
It has compared findings within the literature in this field to that of the case of the 
Venter family, and highlighted the similarities within the two. Key aspects worth 
noting are discussed above.  
In the case of the Venters, they are educated in family business theory; they were 
very astute in seeing the need to educate themselves in this area. This process has 
been initiated by the founder, through his research (MBA, Doctorate, and his book, In 
pursuit of a dream). The hard work has thus been done by the founder - the 
framework and foundations have been set and implemented, and it is now up to the 
succeeding generations to educate themselves, to keep up to date with the relevant 
literature and to put into practice what theory has stipulated. This point is highlighted 
as this is a unique characteristic when compared to other family businesses; it gives 
the Venter family added probably of success in succeeding generations, it gives 
them a competitive advantage and additional confidence and power in overcoming 
obstacles in the future. In terms of adding to the research pool of family business 
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studies, this aspect needs to be highlighted as something which other family 
businesses can learn from. 
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ANNEXURE A – Founder 
 
 
 
 
NMMU Business School 
Bird Street Campus 
P O Box 77000. Port Elizabeth. 6031          
Tel. +27 (0)41 5043736 Fax. +27 (0)41 5049736  
 
QUESTIONAIRE: Family Business – Succession planning   
 
Name:  __________________________ 
 
Position:  __________________________ 
 
Date:  __________________________ 
 
Time started:   __________________________ 
 
Time ended:   __________________________ 
 
This questionnaire has been developed to aid the interview process. Its main focus is to encourage 
discussion around areas relating to the research objective. The questions are intended to act as 
probes and pointers. Should you feel that other issues are important, please feel free to mention 
them. Questions in this questionnaire are directed at the founder. 
 
A – Vision 
1. What is the vision of the business? Are family values brought into the business vision? 
2. Do you have a shared vision between family business members?  
• PO Box 77000 •  Nelson Mandela Metropolitan University 
• Port Elizabeth • 6031 •  South Africa •  www.mbasouthafrica.com 
• South Africa•  www.nmmu.ac.za 
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a. What is the family legacy? 
b. Do your children follow or absorb your legacy?  
c. Do they think it’s necessary? Why? 
d.  Is the legacy deeply rooted? 
3. Are the business values and vision revisited in a changing business environment? 
4. Can you explain the legacy you have created?  
B – Relationships 
1. In your childhood, describe your relationship with your father.  
a. Did it undergo a process? 
b. Has it changed over time? How? 
2. Describe your relationships with other family business members. 
3. Describe the relationship with your children. 
4. Is there collaboration and team work amongst family members? 
a.  Or an individualist approach? 
5. Are there any reasons why other family members are not involved in the family business? 
Describe them. 
6. How do you maintain good relationships with your children? 
7. Do you feel relationships are an important aspect in family business? Explain? 
8. Do family members spend time away from each other? Why? 
9. Has a family code been developed on how to treat one another? Explain. 
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10.  Are appreciation, love and recognition expressed on a regular basis between family 
members?  
a. What other values are expressed not mentioned in the question?  
C - Effective succession  
1. Is there a succession plan in place today? 
a.  When and how did the idea or the importance come to mind to have one in place?  
2. Briefly explain the process followed in your succession implementation. How was it 
transferred from one generation to another?  
a. Was succession planning an event or a process?  
b. In your opinion, what were the main important elements of succession planning? 
c. Has succession gone according to your plan? 
d. Do you feel that your approach can be used as a blue print for other South African 
national and international companies to follow?  
3. In terms of the company succession process followed, what do you feel was lacking, or could 
be improved? 
a. Do you regard succession planning at Altron a success?  
b. What are the most important factors in your view that have made this succession 
successful? 
4. Has the 3
rd
 generation been included in the succession plan?  
a. What is the reasoning for this?  
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b. Do you feel they should be involved in the business as well? Why?  
c. Would their involvement or introduction into the business follow the same approach 
used for the 2
nd
 generation? 
5. Do you keep up to date with current literature regarding family business succession?  
a. Do you feel you can make improvements based on literature and experience, if so 
where?  
b. Are you in contact with other family businesses experiencing the same or different 
succession challenges you are facing? Why? What have you found? 
6. You have done your MBA masters and doctorate in family business research with special 
focus on succession planning. What was the reasoning in choosing this area of research? 
a. Have your children reviewed your research? 
b. Do they see the importance of it? 
7. Did the successors receive external experience? If so, for how long? 
8. Did the successors receive special education?  
a. Has this made an impact on the success of the business, explain?  
b. What was the reasoning behind this? 
 
9.  Describe the preparations your generation is undertaking for the benefit of future 
generations. 
10. Describe how business decisions are arrived at. 
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a. Does the successor have the freedom to carve out his/her own decisions (i.e. do they 
have significant decision-making authority)? 
b. Would you agree or disagree that, if the successor had more authority, the firm would 
be more successful? 
11. Do you feel that you have stepped aside at the right time? 
a. Describe your role.  
b. Is there interference in decisions? How is this addressed? 
12. Common issues found at the “passing the baton stage” are the difficulty in leaving and the 
junior generation’s difficulty in waiting. Can you relate to this? What are the difficulties faced? 
13. Are you still involved in the family business?   
a. At what degree of involvement? Why?  
b. Are there fears in letting go? Why? 
D – Conflict 
1. What areas of conflict have arisen due to succession in the family business?  
a. How have they been addressed? 
2. Is there competition between children? Is this good or bad? 
3. Was succession a minefield for tension in family? How was this addressed? 
4. Stress and disagreements are a predictable part of transition.  
a. Is there empathy for one another that prevents and heals rifts?  
b. Have situations ever advanced to be “out of hand”? 
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c.  How were they resolved? 
E - Leadership 
1. What leadership traits do you feel are the most important in ensuring succession and 
continuity? 
2. What traits/strengths of your father’s did you admire the most? Which do you continue to 
aspire to or uphold and pass on to your children? 
3. In terms of the influence of the founder on children, what qualities do you see in yourself as 
the same as your children?  
a. What do you see as different? 
4. Are trust, integrity and commitment fundamental traits in your leadership? Describe how this 
has been instilled. Is this part of the legacy to uphold? 
5. Describe the selection criteria (i.e. skills, leadership traits) used for the leadership transition. 
Would this be used for future generations? 
6. Describe major changes in the business that resulted from a change in leadership. 
a. Were there any external consequences of this transition, and were they positive or 
negative? How did your opposition/business partners react? 
F - Second generation 
1. In terms of your children, “they are the custodians of a legacy that was created by the hard 
work of others.” Have you created a legacy for others to follow?  Explain. 
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2. Describe the challenging aspects for your children in maintaining the business at your level. 
3. Describe your management style compared to your children.  Is it different? Why? 
4. Do you feel that your children have a much tougher task (i.e. tougher, more complex issues to 
deal with that you did not have to deal with)?  
a. What are these complex issues?  
b. Do you acknowledge this? 
5. Are you pressured to make this a success, do you ever feel despondent and want to throw in 
the towel?  
a. Is pressure to succeed at times “too much” in light of your children being in leadership 
positions?  
b. Do you feel that you have been well prepared to deal with most business challenges 
presented thus far and the future? 
c. How do you deal with complex business challenges in light of your children being at 
the forefront of the decision making process? 
6.  “the environment created by one generation results in difficulties for the members of the next 
generation – hindering their ability to solve problems, exacerbating conflicts among them , or 
stifling them and making them so frustrated they leave.”  
a. Can you relate to this from a founder’s perspective? Do you agree or disagree? 
b. Provide your personal experience in relation to this. 
7. Do your children utilise your expertise, advice, guidance at this stage in the business cycle? 
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8. What lessons were instilled in you at an early age (e.g. from your parents, school)? How have 
these been utilised to ensure continuity of the business? 
a. What non-business achievements (i.e. sport, academia, philanthropy) have you 
achieved thus far in your life?  
b. Has this had an impact into the development of the business person you are today?  
c. What other aspects have contributed to you being a successful business person?  
d. Was giving the children the privileged opportunity to focus on a sporting 
talent/personal interest part of the succession plan? Explain? 
Thank you for participating in this research study. 
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ANNEXURE B – Children 
 
 
 
 
NMMU Business School 
Bird Street Campus 
P O Box 77000. Port Elizabeth. 6031          
Tel. +27 (0)41 5043736 Fax. +27 (0)41 5049736  
 
QUESTIONAIRE: Family Business – Succession Planning 
 
Name:  __________________________ 
 
Position:  __________________________ 
 
Date:   __________________________ 
 
Time started:   __________________________ 
 
Time ended:   __________________________ 
 
This questionnaire has been developed to aid the interview process. Its main focus is to encourage 
discussion around areas relating to the research objective. The questions are intended to act as 
probes and pointers. Should you feel that other issues are important, please feel free to mention 
them. Questions are to be answered by the founder’s children. 
 
A – Vision 
1. What is the vision of the business? Are family values brought into the business vision? 
2. Do you have a shared vision between family business members?  
• PO Box 77000 •  Nelson Mandela Metropolitan University 
• Port Elizabeth • 6031 •  South Africa •  www.mbasouthafrica.com 
• South Africa• www.nmmu.ac.za 
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a. Do you share the same legacy as the founder?  
b. What is the legacy?  
c. Do you, or will you, follow the founder’s legacy?  
d. Do you think it’s necessary? 
e. Is the legacy a constraint? 
f. Is the legacy deeply rooted? 
3. Are the business values and vision revisited? Do you think this is necessary in a changing 
business environment? 
4. If you had a different business vision from that of the founder, how would that be handled? 
B – Relationships 
1. In your childhood, describe your relationship with the founder.  
2. In your adult life, describe your relationship with the founder.  
3. Do you feel your relationship has undergone a process? 
a. Has it changed over time? How? 
4. Describe your relationships with other family business members. 
5. Describe the relationship with your children – 3
rd
 generation. 
6. Is there collaboration and team work amongst family members? 
a.  Or individualist approach? 
7. Are there any reasons why other family members are not involved in the family business? 
Describe them. 
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8. How do you maintain good relationships with the founder and other family members (brothers, 
children etc.)? 
9. Do you feel relationships are an important aspect in family business? Explain. 
10. Do family members spend time away from each other? Why? 
11. Has a family code been developed on how to treat one another? Explain? 
12. Are appreciation, love and recognition expressed on a regular basis between family 
members? 
a.  What other values are expressed not mentioned in the question?  
  
 115 
 
 
C - Effective succession  
1. Is there a succession plan in place today?  
a. When and how did the idea or the importance come to mind to have one in place?  
2. Briefly explain the process followed in your succession implementation. How was it 
transferred from one generation to another?  
a. Was succession planning an event or a process?  
b. In your opinion, what were the most important elements of succession planning? 
3. In terms of the company succession process followed, what do you feel was lacking, or could 
be improved?  
a. Do you regard succession planning at Altron a success?  
b. What are the most important factors in your view that have made this succession a 
success? 
4. Has the 3
rd
 generation been included in the succession plan?  
a. What is the reasoning for this?  
b. Do you feel they should be involved in the business as well? Why?  
c. Would their involvement or introduction into the business follow the same approach 
used for the 2
nd
 generation? 
5. Do you keep up to date with current literature regarding family business succession? 
a.  Do you feel you can make improvements? If so where?  
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b. Are you in contact with other family businesses experiencing the same or different 
challenges you are facing? Why? What have you found? 
6. Did you receive external experience outside of Altron, if so, where, for how long? 
7. Did you receive special or normal education? Has this made an impact on the business 
person you are today? Explain. What was the reasoning behind this? 
8.  Describe the preparations your generation is undertaking for the benefit of future 
generations. 
9. Describe how business decisions are arrived at.  
a. Does the successor have the freedom to carve out his or her decisions (i.e. have 
significant decision making authority)? 
b. Would you agree/disagree that, if the successor had more authority, the firm would be 
more successful? 
10. Do you feel the founder has stepped aside at the right time? 
a. Describe his role.  
b. Is there interference in decisions? How is this addressed? 
11. Common issues found at the “passing the baton stage” is the difficulty in leaving and juniors 
generation’s difficulty in waiting. Can you relate to this? What are the difficulties faced? 
12. Is the founder still involved in the family business?   
a. At what degree of involvement? Why?  
b. Are there fears in letting go? Why? 
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D – Conflict 
1. What areas of conflict have arisen due to succession in the family business?  
a. How have they been addressed? 
2. Is there competition between siblings? Is this good or bad? 
3. Was succession a minefield for tension in family? How was this addressed? 
4. Stress and disagreements are a predictable part of transition. Is there empathy for one 
another that prevents and heals rifts? Have situations ever advanced to be “out of hand”? 
How were they resolved? 
E - Leadership  
1. What lessons (i.e. from the founder or life experiences etc.) have been instilled in you at an 
early age? Have these been utilised to ensure continuity of the business? 
2. What leadership traits do you feel are the most important in ensuring succession and 
continuity? 
3. What traits/strengths of your father do you admire the most? Which do you continue to aspire 
to or uphold and pass on to your children? 
4. In terms of the influence of the founder, what qualities do you see in yourself as the same as 
your father, what do you see as different? 
5. Are trust, integrity and commitment fundamental traits in your leadership?  
a. Describe how this has been instilled. Is this part of the legacy to uphold? 
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6. Describe the selection criteria (i.e. skills, leadership traits) used for the leadership transition. 
a.  Would this be used for future generations?  
7. Describe major changes in the business that resulted from a change in leadership. 
a. Were there any external consequences of this transition, positive or negative?  
b. How did your opposition react? 
F - Second generation 
1. Do you aspire to realise the statement that: “you are the custodians of a legacy that was 
created by the hard work of others” Do you aspire to build on this to create/build a company 
that is even stronger? Explain. 
2. Describe the challenging aspects in maintaining the business at the founder’s level. 
3. Has succession gone according to founder’s plan? 
4. Describe your management style compared to the founder. Is it different? Why? 
5. Do you feel that you have a much tougher task, i.e. tougher, more complex issues to deal with 
that founder did not have to deal with? 
a.  What are these?  
b. Does the founder acknowledge this? 
6. Are you pressured to make this a success, do you ever feel despondent and want to throw in 
the towel?  
a. Is pressure to succeed at times “too much” (big shoes to fill)?  
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b. Or do you feel that you have been well prepared to deal with most business 
challenges presented thus far and the future? 
7.  “the environment created by one generation results in difficulties for the members of the next 
generation – hindering their ability to solve problems, exacerbating conflicts among them , or 
stifling them and making them so frustrated they leave.”  
a. Can you relate to this, agree or disagree?  
b. Provide your personal experience to this. 
8. Do you feel that the founder has stepped aside at the right time? 
9. Do you utilise the founder’s expertise, advice, guidance at this stage in the business cycle? 
10. What non-business achievements, talents (i.e. sport, academia, philanthropy) have you 
achieved or are involved in? 
a. Has this had an impact on the development of the business person or the successor 
you are today?  
b. What aspects from your non-business achievements have contributed to you being a 
successful business person?  
c. Have you been given a privileged opportunity to focus on personal talents or 
interests? Do you agree that this was part of the founder’s succession process? 
Explain. 
11. Regarding the business strategy from founder to successor - has this changed post 
succession? Why?  
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a. Describe the new management elements that the successor brings to the business in 
a changing business environment. 
Thank you for participating in this research 
 
